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rile  Sl'Muir  I'AiM  ulix  I-  >al  Sx  'lriii  (Sl'.  \S)  \vii>  in  r4>j»oii!->‘  In  llir  rrqinr<'iiirnl>  <il  ihr 

I  M  il  Set  \  i('i'  l{(■)))r|ll  \i'l  1)1  I  ')78  anil  a  Hi'i|iii‘s<  lor  l^'r'■ollnl‘l  H<‘s<‘ur('li  (KI’K  Tit-  Ml)  siiliiiiilti-il  lo  llir  \ir 
I'on  r  lliiiiiai:  Ur-oiirrr-  I .alioratorx  li\  llir  \ii  Kon  a  I liri'rloratf  of  Civilian  l^•l>olllll■l.  I'lir  a|i|irai'al 
-V'l.  jiroviili‘>  a  llll■lllo^l  for  oliji-iiivi-U  a^.-^^^in(»  llir  |irrforiiianre  of  Air  Kon  r  Srnior  Kvrriilivr-. 

Svsiriii  l)rvrlo|iinrnl 

riir  Srnior  Kvrrnlivr  \,i|  irai>al  S\>lriii  was  <lrsi|;nr<t  liv  iiitr^p'alinf'  iiiforiiiulioii  ^ullirrrd  from  a 
rrvirw  of  llir  liirrallirr.  a  rrvirw  ol  rvij.liog  rvrrnlivr  appraisal  svslrnis.  anil  I'liiilaiirr  from  Air  Forrr 
r\rroli\l‘^'  (mililarv  anil  riviliaii).  I'lir  iiio>l  iiiiporlani  roiiipoiiriil  of  llir  SI!  \S  i^  llir  pi'rlormani'r  plan. 
Till'  plan  priividrs  llir  rvrriilivrv  willi  an  op|MirUinily  lo  lisl  liirir  prrformanrr  rripiirrmrnls.  In  di'signair 
wlirilirr  ilirsr  rripiirrmrnls  arr  rriliral  or  noiirriliral.  and  lo  assi^in  priorilv  wrifilils  lo  llir  rri|uirrnirnls 
as  a  iiirlliiiil  of  sprril\lo(!  llirir  rrlalivr  imporlaiirr.  'I'lir  rompiriril  prrformanrr  plan  is  ilirn  rrvirwrd 
anil  'i-^iird  liy  llsr  rvrriilivr  and  liis/lirr  stiprrv i.-iir. 

Vl  llir  rod  ol  llir  apprai-al  prrioil.  llir  r\rrnlivr‘s  -uprrvisiir  rairs  llir  prrformanrr  of  llir  rvrriilivr 
on  rarh  rripiirrmriil.  I'lir  siiprrvisor  also  rrnilrrs  an  iiiilial  ovrrall  raliiif;  on  ihr  indiv iiliial.  Tlir  appraisal 
is  ilirn  rrvirwrd  (llir  rrvirwiiif;  uffirial  is  iisnallv  ihr  suprrvisor's  suprrvisor).  and  aflrr  llir  appraisal  is 
rompirir.  il  is  srnl  lo  an  orfiani/.alional  IVrformanrr  Rrvirw  Board  (l*KB). 

A  li'sl  ,d  llir  I’llB  prorrdiirrs  indiiaird  lliat  llirv  wrrr  rffrrlivr  in  diffrrrnlialiiif!  lirlwrrn 
individual-  liasnl  on  prrloniianrr  and  llial  iherr  was  no  signifirani  sysirmalir  ilisrriminaliun  on  llir  liasis 
III  rarr  <  r  sr\.  To  oprralioiiullv  disirilmir  liuniisrs.  ihr  Air  l•'orrr  roiivrnrd  fivr  organi/alional  I’RBs  and 
orr  rriliral  I'RH.  This  ronfigiiraliiin  of  i'RBs  was  srirrird  heraiisr  il  providrd  ihr  niaximiiin 
drrriilrali/alion  wliilr  riisiiriiig  lhal  llir  brsi  prrfiirmrrs  in  ihr  Air  Forrr  wrrr  rrwardrd. 

Krriiinnir  tidal  ions 

In  orilrr  for  llir  SKAS  In  iiiaiiilain  ils  iisrfnlnrss.  viahililv.  and  rrrdiliililv .  ihr  svsirm  miisl  hr 
iiionilorrd  rooliiiiiallv  to  drirrminr  mrtliiids  ol  inipniv rinriil.  Il  is  also  rssrnlial  lhal  ihr  SKAS  Irainiiig  hr 
ronliiioallv  iipdalrd  and  lhal  all  appropriair  iiidiviihials  rrrrivr  adcipiair  Iraining. 
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I.  KACKCKOIM) 

In  l‘)7<).  the  Air  Force  Human  Resources  Laboratory  (AFHRL)  was  tasked  to  develop  an  appraisal 
system  for  all  Air  Force  civilian  employees.  Three  subsystems  were  required  to  accomplish  the  goal  of 
providing  objective  methods  to  assess  the  performance  of  (1)  members  of  the  Senior  F.xeculive  Service. 
(2)(  General  Managers  (LM  1,'f-l,^).  and  (.H)  (General  .Schedule  {(IS)  and  Federal  Wagi‘  System  employees  in 
grades  I  —  l.l.  This  report  focuses  on  the  first  of  these  subsvstems:  the  design  and  development  of  the 
■Senior  Executive  Appraisal  System  (.SF.AS).  the  SEAS  training  program,  and  other  topics  pertinent  to  this 
development.  One  of  the  primary  uses  of  the  system  will  be  to  use  the  appraisals  as  the  basis  for  awarding 
iHUuises  to  senior  executives. 

rile  specilie  requireinenl.s  of  the  SEA.S  are  delineated  in  Public  Law  •).'>- l.'if  (the  (avil  Service 
Reform  \cl  ((iSRA)  ol  I'lTH)  and  guidance  provided  by  the  Office  of  Personnel  ManagemenI  (OPM). 
I'.xcerpls  Irom  PL  'LS-  L’l  l  and  inl'ormalion  provided  by  OPM  concerning  the  guiilclinc>  for  developing  an 
cxeculive  appraisal  sysleni  for  senior  exei'Ulives  are  inclinied  in  Appendix 

11.  SYSTEM  DESHiN 

Review  and  Evaluation  of  Appraisal  Sv.steins 

Pile  initial  step  in  designing  the  SEA.S  was  a  review  of  literature  on  tin-  topic  of  executive  apprai>al 
along  with  ati  evaluation  of  current  systems  used  in  private  industry  and  those  being  developed  by  Federal 
agencies  in  response  to  the  (!SKA.  A  selected  bibliography  relevant  to  the  devclopinent  of  the  SEAS  is 
I'ontained  in  Vppetidix  B. 

Results  ot  the  literature  review  indicated  that  none  of  the  systems  reported  or  suggested  addressed 
the  design  or  development  of  an  <*xecutive  appraisal  system  that  would  meet  the  specific  (i.SRA 
rccpiiremenls.  The  emphasis  of  appraisal  systems  used  by  private  corporations  is  in  determining  which 
executive  is  best  suited  for  promotioti  rather  than  in  appraising  actual  job  performance.  However,  itianv 
urgaiti/atioiis  have  adopted  a  Managetnetit-by -Objective  (MBO)  system  iti  which  managers  specifv  their 
objectives  for  the  rating  period,  with  their  performance  being  appraised  suhseipientlv  on  the  basis  of  the 
exti-nt  to  which  they  met  or  exceeded  their  goals. 

For  example,  one  company  wa-  found  to  use  a  modified  MBO  system  that  included  some  concepts 
relevant  to  the  development  of  a  sv  strin  that  would  meet  the  (»SRA  requirements.  Tln-ir  sv  stem  rcquiri'd  a 
ilelinealion  ol  (I)  the  positioti  accountabilities,  which  are  the  expected  results  didined  bv  a  position 
analysis:  (2)  the  objev-tives.  vvhi<  h  state  what  must  be  planned  in  order  to  gel  salisfaclorv  ri'sulls  in  i-ach 
a<'eounlabilily :  (.'{)  the  standards  of  iiieasuremeul.  which  will  ensure  an  objeclive  analvsis  id  the 
inciiniheul  s  performance:  (|)  a  description  of  the  iuciimbenl  s  actual  perlormance:  and  (.’>)  the 
supervisor  s  appraisal  ol  the  inciiinhi-nl  s  overall  perlormance  level  in  term'  of  results  achieved. 

Among  hi'deral  agency  svslenis  developeil  iii  response  to  the  ti.'s|{\.  the  National  \eronaulies  imd 
.''pace  \dminislralion  (\  \S\)  had  developed  a  svsiem  that  met  all  the  (ilsR  \  requirements.  Therefore,  it 
proved  to  he  an  excellent  starling  point  lor  the  development  ol  the  \ir  F  one  sv  stem  even  I  hough  it  did  not 
meet  the  specific  needs  of  the  Air  Force. 

I  he  N  A.S  A  sy  s  leui  provides  lor  a  performance  plan  in  which  each  executive  designates  at  least  one 
special  objective  and  one  or  more  continuing  responsibilities  under  each  of  three  critical  elements.  The 
critical  elements  arc  management  performance,  program  performance,  anil  individual  initiatives.  The 
perlormance  plan  also  provides  for  a  listing  of  the  actions  required  by  siiperv  isors  or  peers  to  achieve  the 


I  -  ;inil  il  >'*■•  'In-  o|  iIh‘  -(tniiil  n|)ji‘rtt\r-  unt^roiihiMiinp 

Ii!  .idtliliiiM.  llif  \  \S  \  -‘V-lrtti  itMuiiii  '  iIm*  ;ii  Km'I  ntir  i'r\ icu  lie  IhM  llir  r.iluij: 

nlltrtai  .hhI  iIm-  r\rt  lili\r.  \l  t|ir  i  iid  ol  lilt*  lillinj;  |M-riod.  iIm*  iM'liial  arliirvriiii-til-  ol  llir  t  \«TllIi\r  .llr 
(Ir'iTiltfil.  ainl  t 111*  o(  arliir\ riiM'iit  <*valuaC<‘*l.  1 1»4*  4Tili<’al  <'l<*uu*iUs  art*  Un’H  raU'tl.  Hu' 

raiiii(;>  an-  )ii>lili«-(l  ii'iiij;  a  >luirl  iiarralivi-  'iiiiiinarv.  ami  liiialiy.  an  mi-rall  raliiit:  i.-  rcmliTrd. 

OlliiT  (aivt-riiiiii'iil  afi<-m  it-  (  Vniiv;  Nav  >;  I  >(-|iar(im‘iil  of  Laltor;  l)c|)arlim‘iil  of  Ucallli.  Kdmalioii. 
ami  V^t-llart-:  l>f|iarlim  iil  of  do-  I'n-asur);  Office  td  fVrsoiiiicI  Maiiapcmciil ;  ami  l)c|iarlmciil  of 
riaii'|ioilalioo)  were  timlacicd.  Norn-  <d'  lll•‘s«■  a{^ellcic^  wa-  Mifficlenll)  advanced  in  llic  dc\clo|)incnl  of 
its  cveenliM-  appraisal  s\slcm  lo  pnn  idc  a  detailed  description,  Invarialily .  llie  approaeli  prelerreil  Ity 
eaeli  afienev  «a'  a  inodifiealion  ol  llie  elastic  MHO  system. 


Development  of  the  Air  Force  Model 

Based  on  the  (iSR A  rcqiiiretnents,  the  literature,  private  industry  systems,  and  government  .systems 
(actual  and  proposed),  it  was  derided  that  the  most  appropriate  approach  would  be  lo  design  a  system  that 
incorporated  the  best  allrihnies  of  all  systems  reviewed  and  evaluated  whirl)  met  the  (iSK  A  requirements. 
It  was  also  decided  that  in  order  to  luuxiini/.e  user  acceptance  and  ease  of  implementation,  high-level 
management  support  and  user  participation  in  the  development  wouhl  be  desirable.  Thus,  prospective 
senior  executives  were  employed  in  every  pha.se  of  the  development.  The  ajipraisal  system  development 
iherchy  incorporated  both  substantiated  and  tried  psychological  principles  as  well  as  management 
experience  and  judgement.  Therefort*.  an  initial  “strawman"  system  was  ditveloped  and  tested. 

rile  "strawman'"  s\siein  was  similar  lo  the  proposed  NA.'s.A  system:  (1)  the  appraisal  would  contain 
three  performance  areas;  I’rogram.  Munugenienl.  and  Individual:  (2)  performance  requirements  would 
be  specifi<-d  in  each  of  the  areas  and  would  be  written  at  the  level  that  would  indicate  fully  successful 
performance:  (if)  each  performance  area  would  have  at  least  one  criliral  requirement  that  must  be 
achieved  for  successful  performance  and  one  objeelitc  that  indicated  an  area  in  which  the  executive  was 
going  to  improve:  (+)  each  performance  area  would  l)e  rated,  and  in  addition,  a  separate  overall  rating 
would  hi-  provided  by  the  supervisor;  (5)  the  executive,  the  rating  official  (supervisor),  and  the  reviewer 
(the  first  line  siipervl.-or's  supervisor)  would  all  be  given  an  opportunity  to  comment  on  the  rating:  and 
(b)  no  re.-.lrictions  on  length  of  comments  were  specified. 

Members  of  llii’  M  IIRI.  rc-carch  team  ini-l  with  military  and  civilian  members  of  ihi'  .SK.S  Ad  Hoc 
(iroiip.  which  included  managiTs  from  the  Air  .Staff.  Air  Forc<'  Systems  (iominuml.  \ir  Fori-e  logistics 
tominaml.  and  the  (Iffii'c  of  tlii'  Si'crelarv  of  the  Air  Force.  The  members  of  this  group  ri'presented  the 
organi/alitm-  that  coiilaini'd  more  than  'Ml  percent  of  llm  aulltori/.<‘d  .Air  Fori'c  .SF.S  positions.  This  broad 
t  iiminand  ri'pn-i-nlalioM  was  deemed  a  necessity  lo  ensure  a  fi’clitig  of  involvement  hv  the  individuals 
al Iccicd  by  the  s\ -lem. 

During  this  meeting,  the  (iommand  representative-  reviewed  and  modified  the  initial  design 
propo-ed  bx  the  AFIIKI.  research  team,  riieir  changes  inclmh-d:  (I)  revising  the  designation  of  the  first 
perlonname  area  from  I’rogram  lo  Funclion/l’rogram  so  that  it  would  have  mon-  meaning  lo  Air  Force 
cxi-i  iiiivi-;  (2)  -pcr'ifviiig  al  least  oiii'  <  rilical  requin'incnl  in  the  performance  plan.  ralhiT  than  in  each 
performanci'  area  (this  change  was  made  liccausi-  the  wide  spei  trum  of  jobs  inherent  in  the  Air  Force  SFiS 
might  pri-chid<’  an  i  xci  iitive  from  having  a  crili<al  requirement  it)  each  performarn’c  area);  and  (.'{) 
deleting  thi’  com  i'pt  of  idije<  lives  he>  anse  it  was  felt  that  the  most  iinportant  aspiai  of  tlic  performance 
plan  wa-  lo  ih  lincale  the  rcspon-ihifilies  and  requirements  for  the  rating  period.  It  was  perceived  as 
nnrcahslii  to  a"Um<‘  llial  I’ai  h  exi’cutive  would  b<‘  ahh-  lo  specify  a  rcali'lii’  ohjci  livc  (c.g..  reduce  papi’r- 
worh  bv  { l"ri)  hccaii-c  ol  their  varied  joh-. 


K 


ritf  ^roii|»  ill'll  '|M'i  il  il'il  'I  III  II'  '  \  'll -III  |lilrilllll'tl*r^  llii*\  |i<'rri*i\r(l  j'  l•"l•llll;ll :  1 1  I  It  mil  llir  foriii  In  ii 
'iiinli'  |i;|i;i'.  (li)  iiviiiil  .1  'V'li'iii  lliiil  jiriiN  nil*'  ;i  liil'i*  M'II'I*  iiI  '|ll•l■l^ irilN  li\  iillrilmlnij!  iiiiiiiiTir  M'liri''  In 
'iiiiii'vv hill  'iilijrriivi'  jiiil)'iiii'iil'.  iiiiil  (.1)  iilili/r  iiiiiiiap'iin-iil  fjiiiilaMii'  In  llm  iiia \iiiiuiii  l■Kl<•lll  ()n"ihl<'  in 
ihi'  ili'M‘ln|iiiii‘Mi  III  llii'  >\>lrm. 

riii'M'  (laraiiirU'l'.'  anil  .'ii(;('<'.'l»'il  iiiiMJiliraliini.'  hiti'  iiirnr|inralril  iiiln  a  ii'viM  il  SI. AS  iiinili'l  ami 
lirii-li'tl  lu  till'  Mr  I'dicr  <iSI{\  \\nrkiii('  (irniip  on  ."i  \|iril  l•>7‘).  'I  In-  (..S|{\  VMirklii|'  )irnu|i  llii'ii 
i  rrommrmli'il  a  miiinr  iiKHiifii  alinii  In  I  In'  iiinih'l;  .'[M'l  ilii  ail  ii .  I  hi-  cxci'iiliM''  w  iTr  In  rt‘<  I'i  v  r  a  raliiig  nil 
rarli  iii'rlnriiiaiiri'  ri*i)iiiri‘m<'iil  in  aildilioii  In  lln-  |M■^lorlllall^•'  aii'a  ralinj;.'  ami  llm  nM-rall  raliii):.  Ihi' 
rhaiif;i'  rniild  iiirri'a-i'  llm  nliji'i'liv  il\  nl  llm  nxi'rall  raliii^  Imi  aiiM-  il  |irnv  lih'd  llm  sii|mrvi>nr  w  ilh  raliiifj' 
nil  llm  'imrilir  imliviiliial  rr(|iilri'iimiil>  In  iim-  wimii  iiiakiii^  ihi-  n\i'rall  laliiif:.  M'li.  il  »a>  1111111(1111  llial 
llii>  l\|ii'  nl  raliiif'  ?'>'li‘m  wniiUI  |irii\  iilr  Iri-illiark  In  llm  l■\<‘^^lli\«•l■.  riialiliii|'  limm  In  'I'l'  wimri'  llm\ 
r\rrllfil  anil  wimrr  llm\  imi'ilcil  In  iiii|irnvi‘. 

Prnlesl  of  llif  Sntiior  Exeoulive  A|>|iraii>al  System  (SEAS) 

rim  reviM'il  SEAS  iiimlel  wa.i  li‘>mil  on  a  small  groii|i  nl  10  seninr  rsi'riilives  ami  (.'I'lmral  nlliriTs  In 
ilelfriiiine  llm  a[i(iro(irialeim.'s  of  llm  rnm  <*()ls.  {iroeeiliires.  ami  loriiis.  I  Im  |)arliri|iaMl-  vu'm  provided  a 
hall-dav  lrainiM(’  .session  on  lln-  ie(|uirenienls  nl  llie  (iSKA.  llie  proposed  appraisal  svsieni.  and  llm 
developiiieni  aeliial  perlormaime  reqiiiremenls.  .\l  ihe  end  nl  ihe  Irainiiid  'essinii.  llie  parlieipanis  were 
insiriieled  In  develop  pet  rnrinam  e  reipiireiiieiils  ami  speeil)  llie  erilical  leijiiireim'iils  nl  llieir  jolis. 

riie  major  prnlilein  idenlilied  hv  the  (troiip  was  dill ieullv  In  deseriliiii};  llmir  jnli'  in  ■'mea'iiralile  nr 
■re'idls  nrienled''  slalemenis.  However,  given  llm  eoiislrainls  of  llm  law.  lliev  indii  aled  dial  die  'Vslein 
de'igned  liv  VHIRI.  was  siiilahle  Inr  use  hv  Mr  Eoree  .senior  eveeulives.  The  resiills  Irom  lliis  Irial 
provided  iid'nrmalinii  neeessarv  In  delermiiie  Iraining  reipiiremenls.  In  reline  dm  ajipraisal  sysleni 
riirllmr.  and  In  develop  ihe  final  SEAS  model. 

Development  of  the  Training  Program 

Manv  of  dm  prohlems  Idenlilied  hv  ihe  lield-lest  group  resulled  Irom  iiisiiffieienl  Iraining. 
rimrefnre.  in  order  In  prepare  Mr  Eoree  senior  eveeiiiives  am)  I  heir  supervisors  In  devehiji  a  perforrnanee 
plan  and  In  undersland  die  requirenienls  of  dm  ('.SR.\.  a  eninprehensive  Iraining  |irogram  wa'  developed, 
riie  Iraining  was  eenlered  arnund  iiifornialinii  eonlaiimd  in  a  pre-worksho|)  hamihnok  Inr  die  senior 
eveeiiiives  and  one  for  llieir  supervisor'.  After  sindving  the  haiidhook.  die  eveeuiive  and  supervisor 
ailended  a  workshop  in  wlileli  applii  atinii  of  knowledge  nhlained  from  die  hamihnok  look  plaee. 

riie  hamihnok  for  dm  senior  eveeuiive  provided  (l)aii  evpianatlon  nl  dm  legal  reipiiremenl' ol  die 
CSR  A  pi  ■rlineiil  lo  die  SES;  (2)  a  deseriplion  of  dm  SEAS;  and  (.<)  proeeiliires  Inr.  as  well  as  praeliee  in. 
developing  an  effeelive  perlnrmaime  plan.  I  he  haiidhook  ile'igneil  lor  die  superv  i'ors  eonv  ev  ed  die  'anie 
informalion  with  fewer  details  on  die  proeedures  for  developing  a  perinrniam  e  plan  and  rniilaiimd  no 
praeliee  everei'i's. 

The  workshop  lasted  a  full  dav  for  die  senior  eveeuiive  and  half-dav  for  dm  eveeuiive  -  'iiperv  i-nr. 
During  die  morning  si'ssinii.  dm  eveeiiiives  were  iiistrueli'd  in  eoiiipleiing  a  perlnrmaime  plan  and  llien 
provided  die  opporliinilv  In  write  llieir  own  performanee  requirenienls  with  die  as'i'laime  ol  dm 
faeililalors.  The  aflernnnn  -essioii  im  hided  llieir  supervisors,  and  provided  an  opporliinilv  Inr  dm 
supervisor  and  eveeuiive  lo  delermiim  dm  eoiileiils  of  dm  performance  plan  joinllv.  \s  in  dm  morning 
-essinii.  faeililalnr-  were  availahle  lo  assist  dm  parlieipanis  as  required. 

Deseriplion  of  die  Einal  SEiAS 

riie  SE  \S  has  two  major  eonipniienls:  die  performanee  appraitial.  and  dm  I’l'ilnrinaime  Review 
Hoards  (1‘HHs).  The  appraisal  eonsisis  of  a  performanee  plan  and  supervisorv  ratings.  Tim  performam  e 
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.1  uH’ilniin  liii  (|1  hlt'ttlii  \  Mij;  till'  fifrloriiijiH  <*  ol  tin-  r\riiiii\ <•.  (J) 

c  ir(|iiin'nniil-.  It)  |»rii)riU  In  llir  iri|ituriiii’iil-.  anil  (  II  -iicril  \  ini’ 

;tn\  arlMMi>  nr  rr-iniirr-  n‘i|iiirt‘it  In  itifrl  llin  r)a|iiiri*Mii'iil''. 

I  hi'  ju't  jiiiDittiii  r  iihiii.  \'  i>‘i|inii«l  l>\  I.SliX,  lilt-  |M'rlnriiiaiMa'  |)Liii  i*  ilnv  rln|M‘(l  li\  lln*  i.ihn^ 
nKirial  ill  rnii-iillalinii  »illi  llii-  t  xiiiilni-  ai  llii  lii'niniiiiij;  n(  llin  ralnif;  (irilnil,  Ilnui'M'i.  llic  raliiijj 
nllji'ial  ii'iaiii'  lliial  a|i|iin\al  aiiiliniilv  lor  liir  |ii'rlnrinaiir<-  r<-i|iiiii'iiii'iil>  a'^i^iii'il.  I'lir  a>^i):ll<■ll 
|ii'l'lni  iiiaiiri'  ri  i|iiiri  iii('iil-  arn  iiannlcd  in  nin-  nf  lliiri-  |MTlnriiiaiii  i'  ai  i'a~  (-I'l’  I'alili'  1), 

iiihli'  I.  Description  of  the  SKAS  Perforiiianee  Areas 


Fiiiiclioti/Prnj'raiii. 


Maiiageineiil; 


liiiliv  iiliial: 


riiis  area  iiieliides  prof;raiii  plaiininf':  program  impleiiieiilalioii;  completing 
simlirs.  reports  ami  eoiitraels;  developing  new  policies;  anil  program  informa- 
lioii  evcliange.  dissemination,  or  doenmenlalion.  ele. 

Tliis  area  ineltides  organizing:  budgeting;  personnel  iilili/ation  and  develop¬ 
ment;  internal/eMernal  eommiinieation:  meeting  KKO  requirements; 
adniinistraiive  aetivities;  ele. 

l  lii-  area  includes  parlieipation  in  speeial  projeel-.  Ad  Hoc.  rommittees  and 
la-k  teams;  development  or  action  on  innovative  ideas;  professional  develop¬ 
ment.  conferenees  and  seminars;  and  other  develo(imenl  aclivilies. 


r.aeli  performance  ;irea  will  coiilain  at  lea-l  one  perlormaiue  requirement.  \  perforiiianee 
reipiirenieiit  specifies  llie  resiill  to  be  achieved,  the  evpeeled  level  of  achiev eiiienl.  and  the  lime  in  wliieli 
il  nnisl  be  achieved  for  fiillv  siieeessfnl  perfornnince.  Table  2  provides  'ome  evamples  of  SKS 
perforiiianee  reipii  remen  Is. 

/Vih/e  2.  Kxaniples  of  .SKS  IVrforinanee  Requirements 


1.  Idenlifv  2"ii  of  the  posiTion-  with  e;ireer  advancement  opportunities  for  Project  Mainstream  bv  .'Ml 
.inne. 

2.  Reverse  (he  Ireml  on  rising  indireii  anil  overbead  costs  and  achieve  a  ratio  of  t.’)/.”).’)  on  direct/ 
indirect  costs  hv  iMi  Jnio'. 

.1.  I’lihlish  siippleinenl  to  AFSIiR  RlMI-|ll  hv  Ml  April. 

I.  Rrnaden  siibordinales  professional  -kill-  hv  providing  each  with  two  developmental  assignments 
oiilside  his/her  speciallv  hv  .ill  March. 


(luce  llie  perlorniance  reqniremeiiis  ;irc  ideniilieil.  those  which  are  erilical  are  designated.  V  critical 
reqoirenieni  i-  anv  rcqiiiremenl  of  the  job  vvImi  Ii  i-  -nflicieiillv  impnriani  lhal  inadeqinile  perlorniance  ol 
il  oiilweigh-  arc  epiahle  perforiininec  In  other  a-pecls  id  the  job. 

Fach  perlorniance  rcqiiiremenl  al-o  ha-  a  priorilv  vvi'ighi  assijrneil  lo  indicate  the  relative  importance 
of  lhal  fierlormance  reqiiiremeiil  lo  ihe  lolal  SF.s  posilion.  The  lolal  of  ihe  priorilv  weight-  miisl  equal 
IttO.  firilical  reqiitremeni-  will  geiier.illv.  hut  not  neci'-sarilv .  receive  a  higher  priorilv  weight. 


II) 


The  liiKil  MTlioii  ol  llic  |irrl<iriiiaii<  r  pliiii  (  \i'lioii/|{i»Mirrf>-  K<‘(|iiirr(l)  )'nalili'>  lli)‘  rM-ciiiiM'  Id 
iiiiliralc  llic  iirli(in>.  rfsourrc-.  aiitl  inpiil^  from  oiil>iil<-  miiiito  ihal  an-  lll•<■l'>'ar\  lo  arhicvf  llic 
prrformanrf  rcipiirciiiriil.-. 

I'll)'  apprai>al  '\>li-iii  al.'O  pr<>\  i*li‘>  for  r<-\  i>ioii  of  llo-  prrformaiiri-  plan  and  ici'dliai  k  In  lln' 
l•\(•^■nliv<■  as  pari  of  ihr  normal  mana^'nint-nl  priM  rs>  diiriii)'  llic  raliiif:  period.  I'licsc  pcriorniancc  rc\  lew-, 
provide  llie  supervisor  and  evi'enlive  vvilli  opporliiniliev  U)  discuss  llie  eveeulive  s  perlormane<‘.  elianpe> 
in  mission  reipiiremenls.  and  llie  inipael  <d  oulsiile  iiifliieiiees  over  vvliieh  llie  eveeiilive  max  have  mi 
<  onirol. 

I'lir  riitiiiir  prtiffss.  .\l  llie  end  of  llie  raling  period,  llu-  raliii);  official  renders  an  adjeelival  ralinp  lo 
assess  llie  performanee  of  llie  senior  eveeiilive  for  each  perfonnanee  reqiiiremenl.  each  perlormaiiee  area, 
and  overall  performanee.  I'lie  possilile  raliiigs  are  dcM-rihed  in  I'ahle  .’f.  I’lle  perlormaiiee  area  raliiiji- 
should  Mol  neeessarilv  he  a  eiimiilalive  average  of  ihe  ralingsof  ihe  individual  perloriiiaiiee  retpiirenieiil' 
hill  ihev  should  he  higlilv  I'orrelaled.  .'siiuilarlv .  ihe  overall  raling  should  mil  iieee"arilv  he  a  eiimiilalive 
average  of  the  performanee  area  ralings.  Iiislead  il  should  iiidieale  ihe  raling  offieial's  jiiilgmenl  of  ihe 
eveeiiliv  e  s  ov  era  1 1  perfornianee.  1 1  pertorniaiiee  on  any  erilieal  elemeni  is  considered  iiiisali'faelory  .  I  hen 
ihe  overall  raling  niiisl  he  helow  l  iilly  .Sueeessfiil. 

I'ahle  .'I.  Rating  Definitions 


OTTSTANDING; 

(ionsisleiilly  perforins  in  an  outslanding  manner  whit  h  far  exceeds  the 
Fully  .Siieeessfiil  criteria. 

KXCKI.LKNT: 

(ionsisteiilly  perforins  in  a  inaniier  whieli  is  eonsiderahly  above  the  Fully 
Successful  criteria. 

Kl  l.l.Y  SlCCF.SSFl’I.: 

IVrforiiianre  wa^  al  llit*  U‘v**l  whirli  would  normally  ho  ovporled  ol  a 
jtonior  oxocutivo. 

MIMMAMA  ACCEPTABLK; 

Often  perforins  in  a  manner  whirh  falls  below  the  Fully  Siieeessful 
criteria. 

TVSXTISFAfTORY; 

(ioiisistenllv  perforins  in  a  manner  whieli  lalls  well  helow  the  Fully 
Sueeessfiil  criteria. 

The  rating  official  is  also  retpiired  lo  de.serihe  ihe  eveeiilive’s  perfornianee  on  all  erilieal 
reqiiireinenls  and  lo  suhslanliale  all  nonerilieal  reqiiirenienls  rated  I  nsalisfaelorv .  Minimally  Aeeeplahle. 
or  Oiitslandiiig  wilh  a  short  narralive  deseriplion.  The  narrative  suhslanlialion  should  he  ohjeelive  and 
relate  lo  the  sperifie  resiills  or  aeeomplishinenis  of  the  eveeiilive  relevanl  lo  his/ln-r  perfornianee 
reqiiirenienls. 

\fler  ihe  appraisal  has  been  eoiiipleled  by  the  rating  official,  the  executive  is  given  an  op|iorliinily  lo 
review  the  ralings  and  lo  make  eoniiiienis  as  required.  Then  the  appraisal  is  reviewed  by  an  individual  al  a 
higher  level  of  manageineiil  in  the  organi/.alion.  This  higher-level  review  is  lo  maviniir.e  the  ohjeclivily 
and  equity  of  senior  eveeiilives'  appraisals. 

\l  ihe  end  of  the  raling  period,  the  initial  appraisal  is  eoiiipleled  hv  ihe  rating  ollieial  and  reviewed 
hv  the  eveeiilive  and  the  rev  iewer.  lo  meet  ihe  t  iSK  A  reqiiirenienls.  I  his  appraisal  i-  I  hen  forwarded  lo  a 
I’erfornianee  Review  Hoard  (I’RR)  for  review.  \  flow  eharl  ol  ihe  Smiior  f. veenlive  \ppraisal  .Svsiem  is 
provided  in  Appendiv  f. 
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I)r>«‘l<i|iiii<'nt  (if  PcrforiiiiiiK'i-  Itcvii-w  liiiiird  (PItB)  IVon-iliiro  • 

In  ordri  111  ini^iiii-  llir  iiiii'l  ri|iiil,ilili'  jiriM  i-iliiir-  Im  r\,iliiiiliii^  SI',.S  |iri  riininiiii  M  llltl 

|iMi  «ril  lln-  riimnil  lili  iiHiirr  nil  >rli-i  linii  ll•>;ll'l|..  lln-  riirn-ill  \ir  riin  r  iilliri-r  M’lnrlioii  IiimiiI  '>>lriii. 
.mil  ilir  iiM' III  'rli'rlimi  r<iiiiiiiiMi'r>  in  |iiivali'  niiliislr).  I’lic  line  <il  l’|{B>  Ha>  iiiaiiiliilinl  li\  lln•(!.SH^.  mill 
lin  n  ii-i‘  i-  i-ii|i|iiirli'il  In  llin  llli  raliirr  and  l•\i^lill('  iiiaiia^'riiiiMtl  polirii-'. 

I'll.  '  Mii|K>rlaMl  tii.-'k  \\a>  to  (Irvrldp  a  srI  iit  rrilrria  approprialt'  lo  llii*  iimK  anil  mpiiri‘inriil>  ol 
Itir  \ir  Imr.’i-  lor  a>.?'.‘>>iiiji  n  |i('rl.innaiii'.i.  A  uid.*  vari.*l\'  id  ilr.’ii-jfMi  rrilrria  ua-  iiiilialK 

riiii>i.l.*ri‘d;  liiiwnv.ir.  tin*  roll  >  I  raiiit^  nl  the  ( .SH  V.  i  M*M  giiiilaio'e.  and  Air  I'  nree  re.|nir.‘fnfMit!>  linii  led  lln* 
eliniees  ol  reali>lie  eriteria  In  vanoiis  dini.'iisions  ol  .liilienllv.  iiii|iorlaMee.  and  ri.'.lv,  'I'ln*  erileria  inilially 
M'leeled  were: 

1.  I,e\«'l  ol  el'forl  re(|uired  lo  a<’<'oin|)li>h  llie  aclivilv. 

2.  \nioiiiil  of  alleiilion  re()iiired  lo  manage  and  nionilor  ihe  aelivily. 

•i.  Degr.-e  id  iinpael  (e.g..  \vide.'|iread  a|i|ilical>ilily  versus  loeal  reli-vanee)  ol  ihe  aelivily. 

I.  D.dlar  value  of  liii-  aiiiviu. 

The  finaneial  risk  involved  in  allein|)ling  lln*  aiiivily. 

().  Till'  potential  for  gain  or  loss  of  organi/ational  or  personal  preslige  inherent  in  the  arlivity. 

In  addilion.  ihe  sioring  proeediires  developed  provide  for  an  ohjeelive  and  snpporiahle  nn>lhod  of  ranking 
ih.i  exeeiilive-  heing  eonsidered  hy  ihe  hoard.  '’Moi  k'"  hoards  were  then  used  lo  lesi  ihf'e  erileria  for  their 
iililily  and  ohje.  livily  in  assessing  the  perforinanee  of  senior  eveeiilives. 

Tin-  priM'edur.-s  specified  for  us.-  hy  these  hoards  in  scoring  the  appraisals  were  as  follows:  (I)  Kaeh 
hoard  member  independimtly  scored  the  appraisal:  (2)  Tin-  si'ores  w.‘re  based  on  ihe  performance  of  the 
1‘xeculive  rather  than  his/her  position:  (.3)  The  board  members  were  dir.’cled  lo  consider  both  the 
performance  requirements  and  specific  achievemenis  identified  on  the  apprai.sal  so  that  an  executive  with 
low  standards  and  high  rating  would  not  he  perceived  as  a  heller  performer  than  an  e\i‘culive  with  much 
higher  standards  and  a  lower  overall  rating:  (4)  the  .scale  u.sed  had  a  range  of  I  lo  Ml  with  whole  number 
incremenis  and  a  score  of  five  was  designated  as  the  point  that  indicated  average  achievement  for  a  senior 
executive:  (5)  since  each  appraisal  was  .scored  by  the  entire  hoard,  minor  differences  were  expected  and 
appropriate,  hut  when  any  two  hoard  luenihers  vliffeted  hy  more  than  three  points,  a  "split”  was  declared 
and  the  appraisals  were  rescored,  after  relevant  discussion,  bv  the  entire  panel:  (it)  once  the  scoring  and 
rescoriiig  were  completed,  the  average  score  for  each  executive  was  computed:  and  (7)  the  average  scores 
were  then  used  lo  rank  the  executives  being  con.sidered. 

f’l'i  fin  ninnn-  Kei  icii  l{i>iiril  Siitiuhiliims.  I'wo  ■mo.  k  ’  hoards  were  convened  lo  lest  llie  procedures, 
lo  delcrniinc  their  appropriateness  In  lit.-  \ir  lore-  .senior  i-vc.  ulives.  and  to  verifv  their  freedom  from 
bias  (I’.g..  agaiii'l  Icmalcs  and  minority  memhers).  riii'  first  hoard  I'onsisled  of  two  (ioloncis  with  prior 
cvpericnc.i  in  Air  Korcc  'clci'lion  hoards  and  ihr.’c  civilian  personnel  who  were  in  inanagcincnl  posili.ins 
hut  were  unfamiliar  with  Air  I'orci-  hoard  proc.-.ltires.  Three  of  tin-  Imard  nii'inhers  wcr.'  male  and  Iwti 
were  female. 

The  major  purpose  of  ihc  lirsi  ■'iiiock  hoard  was  to  <l<■ll■rlninr  if  ihc  pro.'i‘<lurcs  discriminated 
against  a  minority  group  or  females.  In  order  lo  accomplish  this  task.  22  actual  s.-nior  cvciiiliv.- 
pcriorniancc  plans  w.-rc  ohlaincd.  I  sing  the  actual  performance  plan*  wa~  important  lM‘caU'c  it  enhanced 
ill.'  pereeiveil  ri-alily  of  the  pr.iecss,  .'sime  ratings  were  not  available,  simnlaled  ratings  and  written 
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wrn'  lulilrd  hi  |irii\i<lr  ii  'i‘l  ol  ,iiiil  riMli>lir  |irt [111  iiMiii  i'  .i|i|ii'iii'iil'  hi  llir  Im.nil. 

Kih  ti  ;i|ifiriiisiil  «ii.'  ii'.-ipih-il  Dili-  Ilf  llin-i-  i>\criill  rulin)>>  (Oiili-laihlint'.  I'^i  i'lli'iil.  <ir  I'lill)  Siin  i-»tiil)  anil 
ju'lilii  aliiiii  \%a^  lirnvidril  In  ~idi'taiiliah-  llii-  raliiij;. 

illi  die  aiijirai'al  >lralilii'd  iiihi  llirci-  ralhii:  griiii|i'.  lirtilioti.i  iiaiiii‘>  llial  wiTr  ii|i\  i(iii'l\  malr. 
IViiial)'.  \ii}'lo.  aiid/iir  liispanir  Miriiami'd  vmti-  raiidiMiily  a>>i(iih-d  lo  l■a^ll  gmiip.  Ili>(iaiiir  -iiriiaiiH'- 
werr  lin'd  hi  |■<•|l^^•><■lll  llii'  varioii'"  I'lliiiii'  iiiiihirilio  l••‘^al■s(*  llh'  iiaiiiii.i  rradiU  idi'iililii'ii  individuals  as 
iiK'iiilii'rs  ol  a  iiiiiioriu  ^i'oii|i.  Siiicc  llir  lioard  iin'iiilii:rs  witv  not  providi'd  aii\  iiiforiiialion  iillicr  lliaii  lliv 
a(i|iraisal.  dii'  iisi'  ol  an  olivioiis  I'lliiiic  loinorilN  Halin'  was  lliou({lil  hi  lit'  llw  iiiosi  a|i|iro|iriah'  iiii'lliod  lor 
iiidiraliiin  rlliiiir  liarktiroiiiids  ol  llir  rM'i  iilixi'S.  X  lirit-l  )'\|ilaiialioii  was  ('ivrii  lo  llir  hoard  iiiriiilirr'  on 
llir  iisr  ol  (hr  sroriiig  |ir(Mrdiirr>.  I  hr  hoard  -iiirr)l  rarh  appraisal  ihrii  rank-ordrrrd  lln-  r\ri  iili\rs 
hasrd  on  ihr  srorrs. 

As  a  rlirrk  on  llir  r\islriirr  of  an\  svsirinalir  disrriniinalioii  iiihrrriil  in  llir  prorrdiirrs.  ihr  hoard 
was  rrronvriird.  Kor  ihr  srrond  Irial  run.  llir  'ainr  appraisals  wrrr  iisrd.  howi-viT.  lln-  iiaiiirs  wrrr 
rlianf>rd.  All  appraisals  wilh  frniair  and/or  flispanii'  iiainrs  wi-rr  f;ivrn  non-iiiiiioril\  nialr  iianirs.  I'liosr 
appraisals  llial  originalK  had  ihr  non-niinorilv  iiiair  nanirs  wrrr  fsivni  Irniair  and/or  liispanir  nainrs. 

\  ruMiparison  of  ihr  rrsulls  of  llir  Iwo  trials  indiraird  dial  ihr  hoard  mrinhrrs  wrrr  ronsisirni  in  ihrir 
rankings  and  dial  ihrrr  was  no  -if'iiilii  uiil  diffrrriirc  hriwrrii  ihr  iiiraiis  of  ihr  ovrrall  raliiif's  of  inalrs. 
friiiairs.  and  ininorilv  inrinhrrs  (srr  Xpprndis  (.).  Thr  hoard  was  ronsisirni  in  srlri'liiif:  ihr  sainr  or 
-iniilar  appraisals  In  rrroininrnd  for  honiisrs. 

The  rrsiriclions  on  bonus  dislrihulioii  wrrr  such  llial  1 1  of  ihr  22  individuals  considered  could  hr 
rrroniinriidrd  for  a  bonus.  On  Day  1.  seven  white  males,  one  female,  and  lliri'e  Hispanic  iiienibrrs  were 
selected  for  a  bonus.  Conversely  on  Day  2.  four  white  males,  four  females,  and  three  Hispanic  meiiibers 
wi'rr  rtx'oiiiniended  for  bonuses.  Ba.sed  on  these  results,  it  was  inferred  that  no  sysienialic  discrimination 
inherent  in  the  procedures  rxish'd.  However,  a  few  minor  adiiiiiiislralive  problems  were  delected  while 
running  these  hoards  and  appropriate  changes  were  made.  The  mosi  iniporianl  change  was  lo  provide  the 
hoard  members  with  some  experience  in  using  the  procedures  by  allowing  them  lo  participate  in  a  Irial 
run.  then  thoroughly  debriefing  them  on  their  performance. 

\  second  "tnock  "  hoard  wascoiivriird  al  Xir  I'orcr  Hradipiarirrs  lodrlrrininr  if  aclnal  incnihrrs  of 
ihr  SK.''  and  Air  l  iircr  officers  could  rffrclivrh  use  llir  revised  procrdiirrs  on  a  wide  varirlv  of  jobs.  I  hr 
niriiihrr-hip  of  ibis  hoaril  wa-  designed  to  a|>pru\imatr  a  true  I’KB.  Theirforr.  a  career  SI'.S  nirnihrr  acted 
a-  prrsidriil.  wilh  other  career  inrinhrrs  and  high-level  inililary  reprrsrnlalivrs  on  ihr  hoard.  Ihr 
nirinhrrship  included  ihrrr  l  ivilian  and  two  niililarv  rrprrsrnlatives.  one  ol  whiih  was  a  ininorilv 
nirinlirr  (a  black  olTicrrl.  The  selections  of  this  hoaril  were  nrillirr  stalislically  nor  praclically  diffrrriil 
from  those  ol  ihr  previous  hoard.  XII  rxrrnlivCs  with  an  oulslanding  or  rvcrlh'nl  rating  were 
irroninirndrd  for  a  bonus  regardlr-s  of  gender  or  ininorilv  inrinhrrship.  None  ol  lln-  rvri  iilivrs  with  a 
Inllv  siirrrssfnl  rating  wrri'  rrcomnirnded  for  a  bonus.  However,  llir  hoard  inrinhrrs  indiraird  llial  in  an 
aclnal  I’BB  ihrv  would  have  rripir'Ird  addilional  inforinalion  for  some  rases  prior  lo  proviiling  a  final 
-•■ore  for  the  rvrciilivr. 

rile  results  of  holh  hoani'  wrrr  ihrn  analv/ed  and  llir  policies  and  criteria  ol  the  hoarils  were 
drirrniinrd.  I  hr  aiialv-i-  'bowed  lhal  the  hoards  found  only  ihrrr  criteria  lo  hr  crilical:  (1)  I'hr  Irvr  I  ui 
rllort  rrqiiirrd  !<»  a(  roiii|ili>li  |HTformiuirr  (21  llw  aiiio»iiil  c»f  aMi-rilifirt  lo  ixanago 

himI  iiioiiilor  llio  |M*rforMiaiirf  mjiiimiwiiU;  and  ihr  |»«lriiliai  lor  or  ol  or^ani/ational  and/i»r 
prr-onal  prr.'slip'  itdu*nMii  in  the  jirrhiritiiMirr  rrf|nirriii<*nl>. 

Ndinini'iralivoK .  iln  hoard  Jiinnlwr-  lonnd  thai  holh  a  irial  run  and  vrr\  driaih'd  in>tnii‘ii(»n>  >\rrr 
liif;ld\  dr-irahh*.  Howrvor.  ihrv  indiraird  lhai  llw  ariiial  pnM  O'vX'v  mili/i'd  l>\  ihr  hoard  mrndwr>  '«lumhl 
hr  wtiffirirnllx  llrxihir  lo  allou  lor  imli\idtial  iMlornialioii-|irorrwv.ing  ItM'hniffiir'^. 


(III  llicM'  liiidiiif'.'.  liiuil  |ir(i(  (•(liir(‘>  ucrc  (I(‘\cI<i|m‘<I  lor  use  li\  llic  iicliial  I’RH.'-.  I  he  Mipgolfd 
fii'ii'liiig  (nr  llic  i>  iirovidcd  a.'  \|i|iciuli\  I).  Il  wa-  aiili('i|iali'<l  llial  llii>  lirii’liii};  wiiiild  lie  inodificil  lo 

iiicci  llic  -pccilic  rc((uircmcMl>  ol  llic  (.irioii.'- 

itjii  riiliii'uil  (.oii'<iilviiiliiiii‘-.  rile  piir|ioM'  ol  a  I’HH  i>  lo  make  i  rrluin  llicrc  )>  (diisi>lciic% . 

-ialiilii\.  and  olijci  llx  il\  williiii  llic  SI'S.  \  ai'ioo~  iioard  coiilit'iiralioiis  were  coii'idcrcd  1>\  llic  l•.\ccllli\c 
|{c>oiircc  Hoard  lor  operational  ic-c:  ( I)  a  i-lnglc  \ir  Korcc  I’lUI.  (2)  live  organi/.alioiial  l‘HI{■•.  and  (.1)  'i\ 
I’ltl!  —  llic  li\c  organi/alional  hoard:-  plus  a  ( j-iilral  I'KH. 

Tin*  sifigh-  l*RH  (‘onci'pl  \(as  discussed  hot  rcji-cli-d  h\  die  Kxcciilivc  Rcxiiirct-s  Hoard.  \ir  horci- 
nianagcniciil  Maiilinl  lo  dcccMirali/.c  'cicclion  as  iiiiich  as  possildc  lo  cnsiirr'  the  decisions  were  made  h> 
die  iiiosi  know Icdgeulde  individuals  and  lo  preclude  die  poleiilial  Idas  lo  lavor  die  cveciilives  visihilily 
radier  lliaii  their  perfoniiance. 

To  deci-niralize  the  selcclioii  ol  senior  exeeulives  for  honiis  awards,  die  use  of  five  organi/alional 
HRHs  was  considered.  These  boards  would  repre.senl  die  exeeulives  in  (I)  die  Ofliee  of  llii-  .Secretary  ol 
die  Vir  Force.  (2)  Meadipiarlers  \ir  Force,  (if)  Air  F'orce  .Sysleins  flumniand.  (4)  .\ir  Force  Fugislics 
('.oiniiiand.  and  (.'>)  all  oilier  major  coniinands  not  specifically  covered  hy  die  other  lour  hoards.  These 
hoards  would  identify  the  high  perforiners  within  the  group  of  executives  reviewed  by  each  hoard.  After 
the  board  decisions  were  made,  the  appointing  authorities  (designated  by  the  .Secretary  of  the  .Air  Force) 
would  disirihiile  bonuses  based  on  the  recoinniendatoiis  of  their  FRBs. 

I  bis  approach  was  acccpiahic  lo  the  F.xcculivi-s  Resources  Hoard.  However.  I’l.  (R  July  IdR(l) 

reduced  die  iiiimher  of  hoiiiis  eligible  positions  from  5(1  percent  (the  original  ipiola  specified  in  the  ( .SR A) 
lo  25  percent.  Then,  the  Office  of  I’ersoniiel  Maiiagenieiit.  in  a  Memorandnni  lo  Heads  of  Heparlineiils 
and  Agencies  dated  21  Inly  IdRIl.  prov  ided  further  guidance  which  staled  that  "agencies  should  generally 
limit  honuses  lo  2d  percent  of  the  (digihle  career  employees."  Thi'  ineniorandniii  als(>  limited  the  nnniher 
of  executives  eligible  for  honuses  ol  1 2"ii  lo  2d"o  (.see  Appmidix  (>  lor  a  copy  ol  the  text  ol  die 
ineiiioraiiduiii).  Therefore,  in  order  lo  ensure  that  every  executive  would  have  an  equal  opportunity  lo 
receive  the  maxiinuiii  allowable  bonus  while  mainlaiiiing  the  necessary  dccenlrali/alion.  the  Kxeciilive 
Resources  Itoard  decided  lo  add  the  (ieniral  PRB  as  a  sixth  hoard.  I  nder  the  new  coiiliguralion.  the  live 
orgi.tiii/alioual  hoards  wmild  forward  their  noiiiinalions  lo  the  (.eniral  I’RH. 

I'he  ,S-creliirv  of  the  Air  Force  spci  ificd  the  memhership  ol  the  (ieniral  PRH  'o  a-  lo  ensure  die  iiio-l 
eipiilahle  represenlalion  of  llic  senior  exec  iilives.  The  hoard  consists  id  seven  iiiciiihci's.  die  majorily 
being  career  senior  executives,  flic  president  ol  the  hoard  is  a  i  areer  SKS  ineniher  I  roni  I  he  1  >1 1  ice  ol  the 
■S'crelary  of  the  Air  Force.  Alemhership  al-o  includes  a  career  executive  Ironi  anolher  agency  lo  ininiini/c 
die  possihililv  ol  lavorilisni  or  discriniiiialion  hv  the  hoard,  (•cneral  Officers  arc  appoinicd  In  die  l.cnlral 
I’RH  lo  prov  idc  inaxiinnm  inanagemeni  rcprcseiilalioii.  The  five  organi/alional  hoards  arc  represented  hy 
either  career  executives,  noncareer  executives,  or  general  olliei-rs  on  the  l.i-nlral  I’RH.  Ibis  mix  ol 
individuals  is  believed  lo  provide  the  mo'l  objective,  iinhia.sed.  and  represeiilalivc  incndiership  possible. 

Fach  organi/alional  I’RH  rnav  nominate  up  lo  .1(1  percent  of  the  exeeulives  ii  considers  lor  a  bonus. 
All  the  executives  noini lulled  liv  die  organi/alional  hoards  are  considered  hv  die  ('.eniral  I’RH.  I  he  ( .entral 
hoard  ranks  the  executives  so  as  lo  ensure  maximum  erpiily  in  awarding  honuses  lo  die  most  deserving 
exeeulives.  and  recoinnielids  up  lo  20  perceni  of  the  career  .‘’K.'v  nienihers  (or  a  bonus,  .'since  the  rating 
rendered  hv  the  exeenlive’s  supervisor  was  onlv  an  initial  rating,  the  I’RH  also  reconiineiid'  linal  overall 
performance  ratings  for  all  career  SF.S  menihers.  file  reeommeiided  hoiiii'  and  rating'  are  llieii  'ciil  lo  die 
.S-crelarv  of  the  Air  Force  for  final  dclcrniinalimis. 


If 
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I  III'  ili'\i'lii(iiiii'nl  III  MU'  SK \S  w.i>  ill  r<iiii|ili~li('<l  iiiiili'r  M-vcrr  liiiii'  I'tin-lruinU  a>  >pc<'il  lr<l  in  llii- 
I.S|{\.  Vi  lull'  lln-  ( .SU  \  ri'(|iiiri'il  llial  llir  SI!\S  lie  iiiiiilfiiii-iili'il  li^  I  ()l■(^lll#■r  I'^T*^.  AFIIRI,  »a.-  mil 
laskiMl  III  parlii'ipali'  in  llic  ili'Vi'lopiin-nl  ol  lln-  apprui>al  kX'Ii-iii  iinlil  March  I‘I7*I.  riicrclorc.  in  less  than 
.  inonllis.  llie  I .alinraliiry  had  In  develop  ihe  -.vslein  and  ihe  (raining,  tesi  and  nnidirv  ihe  system  and  (he 
(raining,  train  (he  evei  iilivi's  and  (heir  sitpervisors.  and  operationallv  iinpleineni  (he  system. 

Ihe  snppoi'l  provided  (o  Vl  llltl.  al  all  levels  ol  \ir  I'liree  management,  iin  hiding  (lie  Director  of 
l  .ivilian  I’eisonnel  and  the  Air  l  oree  (  ivil  .S-rv  ice  Iterorm  \et  Viorking  <irimp.  was  oiilslanding.  Senior 
cM'ctil  ivc'  and  general  ol  I  ieeis  were  aval  [aide  al  all  ~lages  ol  development  In  ensure  an  appropriate  sv  stein 
was  delivered  and  that  there  was  a  leeling  of  involvi'inenl  on  the  pan  of  the  eveeiilives  and  higher  level 
managenieni  in  the  design  of  the  SKAS. 

I'he  iiu  hision  of  the  eveeiilives  in  the  development  of  the  svsieiii  proved  to  he  evlremely  important. 
During  the  actual  implemenlalion  phase,  the  individuals  who  participated  in  the  SKAS  development 
actively  siipjiorled  the  system  hv  explaining  the  rationale  for  the  various  aspects  of  the  SKAS  to  their 
peers.  Vfilhoul  this  support,  implementation  of  the  system  niav  have  heen  snliverled  hy  passiv  e  or  active 
resislani'e. 

Another  iiiiptirlani  eonsideratiofi  in  the  implementation  phase  was  the  neees.sily  for  high  level 
inanageinent  support.  Since  inanageinenl  was  inehideil  in  the  development,  ihev  hud  a  vested  interest  in 
the  syslem  and  were  supportive.  Also,  a  letter  from  the  Deputy  Assistant  .S'cretary  of  the  Air  Koree  for 
t  .iv  Ilian  I’er'onnel  Policy  sujiporlitig  the  lU'w  system  was  read  al  everv  .SK  AS  training  session.  'I'his  letter 
made  it  clear  that  the  syslem  vvas  mandated  hy  law.  approved  hy  the  Office  of  Persontiel  Alunagement.  atid 
supported  hy  the  Socretary  of  the  Air  Koree.  Support  of  this  nalitre  precluded  eveentives  from  assuming 
the  new  system  was  sotnelhing  that  would  go  awav.  eouhl  he  Ignored,  or  changed  al  will. 

rite  operational  training  sessiotis  also  provided  a  numher  td  iniporlanl  insights.  In  all  the  trainitig 
sess|oi\,.  the  (ttore  accurate  perforitiattce  plans  wt-re  devtdoped  w  hen  the  supervisor  and  eveciilivc  worked 
together.  Althoitgh  the  executives  performed  adinirahly  tiuring  the  first  half  of  the  trainitig  session,  the 
adtied  in|ml  and  ,'etise  <d  cotnmilmeni  provided  hy  the  supervisor  cnhaticed  the  performance  plan 
devi'lopmeni  pnx  ess.  Some  s<  .lior  exei-utives  w«'re  unable  to  meet  with  their  supervisors  and  could  not 
acciiralelv  speedy  (heir  supervisor's  expectations  and  were  therefore  nnahh-  to  develop  an  effective 
perlormance  plan  diiritig  the  training  session. 

Some  other  verv  important  les.-oiis  were  learnevi  from  the  training.  I  he  training  wa-  designed  to 
minimi/e  the  /):irliei[)ation  lime  retpiired  of  (he  supervisors.  However,  some  of  ihi'  high  ranking  tnililarv 
snpervi.sors  felt  that  they  did  not  receive  sufficient  information  to  participate  effectivelv  in  thi'  SK  A.^.  In 
the  Inture.  training  should  he  designed  so  as  to  provide  all  parlit  ipanis  the  same  information.  This  will 
tninimi/.e  the  perception  that  any  one  individual  or  group  Is  ohtaining  important  itifoi  inalioti  to  which 
others  are  not  privv. 

Dialogue  and  feedhack  in  the  training  provided  important  insight'  to  the  tvpe  of  appraisal  lonn 
executives  perceived  as  appropriate.  Mo-I  of  the  executives  and  iheir  siipcrv  I'oi'  lelt  that  the  lorm  should 
he  limili'd  to  a  'ingle  page  while  allowing  the  flexibility  necessary  to  addrc"  the  wide  varlelv  of  jobs 
inherent  In  appraising  senior  executive',  'file  more  dosclv  the  lorm  approximaleil  a  blank  'heel  ol  paper, 
the  more  acceptable  it  appeared  to  hi'.  I’he  final  apjirai'al  lorm  is  included  as  Appendix  K. 

An  e"eiilial  part  ol  any  dvnamic  'Vslem  I'  a  well  developed,  on-going  evaluation  and  analv'i'  plan. 
The  exci  iilives.  their  supervisor',  and  the  |’KH  memher'  iiiii't  he  given  an  opporinnilv  to  expre"  their 
alliliide'  toward  the  sy'tem  ami  to  provide  feedhack  on  the  operational  I'l led i v ene"  ol  the  sV'leni.  I  he 
adeipiacv  ol  the  performance  plan-  'honid  be  ilelermincd  Kverv  lacei  of  the  SK  A.''  that  can  he  checked  or 
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MliM'lllri)  'IliMlIil  Im'.  I  III-  III  liinil.ll  Hill  lll.lN  III-  tl-i‘ll  lt»  lllili;lli-  i-||;lll^i->  lli;il  Hlllllll  IIHikr  llli‘.S|'. \.S  iillH'i- 
ii-.ilili-  .mil  .11  1  i*|i(iilili-  III  i-M'i  III i\ I--  .mil  iltt-ir  -ii|ii-rvii.nr^. 


I  I-  iin|ii-rii'i\i'  lliiil  im\  ii|i|ii'iii-iil  '\-li-iii  In-  il<‘.si^iii-i|  lo  iiii'(ir|Miriili'  ii|)|)ro|)riiilr  rluiiigo  u lii-iii-v i-r 
.i|i|in>|ii Mil-.  I' \i-i  iiiIm--  iiiu'I  kiiiiw  liiji  llii-ir  i-oiiiiiii-iii-.  Mi)'p->liuiis.  imil  riiiiuirriMi-iil.--  an-  lii-iii;; 
•  oii'idi-n-iJ  » Ill'll  rliuiigi-'  art'  iiiaili-  In  iiii|iniv  •-  I  In-  s>  iriii.  \|ijiro|iriali'  ii|Hlali‘  lu  llii-  i-\  .'leiii  iiia\  al-o  li<‘l|i 
1(1  iiiiiiiiiii/i-  iiillaliiiii.  h  i-  i'\lrrmi'l\  iiii|i(ir(aiil  llial  (lie  iimts.  (lie  .SK.S  pt-rMiimi*).  (icrci-id-  llic  >\ r-U-iii  a- 
-lalilr. 
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rill-  Air  I'lirri*  Si-iiinr  K\o('iilivf  \|iprai>al  .S\>(i‘rii  (.SK.AS)  lln•(•l.".  liiilli  llir  iiili-iil  anil  llii-  IrlliTiil  llii- 
(a\il  .S-rvii'i-  Ki-riiriii  .\i'l  iil  l'•T}^.  Tlii-  Slv\.S  provi(ll■^  i‘\i‘i'uli\i->  an  iipporliiiiily  In  r(>ii>.iili  uilli  llii-ir 
-iipri'x  i.Kiri.  and  In  spi-cil'N  ilic  piTluriiiaiirn  ri-ipiircnii-iils  for  tin-  iiproiiiiii):  raliii('  pi-riod.  Al  masi  oiii- 
ri-ipiiri-iiii'iil  iiiii.-l  III-  di‘.'i^iiali'd  ai-  rriliral.  \l  llic  I'lid  of  llic  apprai>al  prriod.  lln-  >iipcrvi.-or  will  rati-  llii- 
l■\l■^lllivl‘  and  prnvido  wrilli-n.  iilijri'li\i-  jiistifiralion  for  lln-  initial  rating.  Tin'  apprai>als  will  In- 
Inrwardi'd  In  nin-  id  fivn  iirj'ani/altonal  l*KM>.  'riic.'C  board.-i  will  m-Ici-I  lln-  lop  .‘}ll"ii  ol  lln-  l•^l'l'llliv^■s  liani-d 
on  pi-rforiiiaiK'i'.  'I'lii-  apprai-al-  of  llioi-  individnaU  will  llii-ii  hr  roti>idi’rrd  liy  lln-  (.i-nlral  I’lilf.  and  llic 
lic-l  pcrfnnncri'  in  lln-  Air  I'orcc  (approxiiiialcly  20‘'ii  of  llic  c\ciiilivc>  in  lln-  \ir  Knrcc)  will  he 
rci'iiiiinicndcd  In  llic  Sccrclarx  of  llic  Air  l-'orcc  for  hoiinsc-. 

I'lic  apprai.-al  >lcin  dc\clopcd  for  \ir  f  orce -cnior  cxcciilivc.-i  ii- a  inaior.  inilial  ^lcp  In  providiii):  an 
ohjcclivc  -y-lciii  for  iiicasiiriiij;  cxcciilivc  pcrforiiiaiicc.  The  inilial  fccilhack  indicalc'  llial  nin.-l 
cvcciilivc-  find  it  difficiill  lo  !<lalc  llicir  rcspoiisihililics  ohjcclivcU .  However,  alter  they  have  worki-d  willi 
llic  -\>leiii  for  a  while,  llie  proee.->  should  lieeoine  siihstanlially  easier.  Pile  key  lo  llie  \S  i-  llial  il 
provides  an  iippnrliinily  lo  express  reasonnhle  expeelaiinii'^  for  llie  appraisal  period  while  niainluining 
-iiffieieiil  flexihilily  lo  ineor(i(irale  reeogililion  of  perfornianee  on  iinaiiliripaled  reipiirenienls. 

In  order  for  llie  .''K A.S  lo  niainlain  its  iisefiilnes.s.  viahililv.  and  eredihilily  .  il  is  reroininended  llial  llie 
Office  of  llie  \ir  Koree  Ilireelor  of  (jvilian  IhTsomiel  ensure  llial  tin:  following  steps  he  taken: 

1.  all  new  nieiiii.ers  iiiiisl  receive  adeipiale  Iraiiiing  iipnn  enlering  the  .''K.S. 

2.  new  siipervi.sors  of  ,''|-,S  nienihers  nnisl  receive  adeipiale  Iraining. 

.'k  Iraining  slimild  he  eonliniially  iipdaled  lo  itieei  llie  needs  of  the  ineinhers  of  llie  SK.'s  a. id  llicir 
supervisors. 

I.  llie  .'sf,  \.'  .Iioiild  he  eonliniially  innnilored  lo  deleel  am  s\ sleinalie  di'i'riniiiialion  and/or 
del  ieieni  le-. 

.1.  a  Iraekiiig  -y'.ii-Hi  -lioidd  he  developed  lo  eiiMire  llie  perrornianee  plan-  are  developed  and 
reviewed  ai  llie  heginniiig  of  ihe  rating  period. 

II.  llie  I’HH  proeediires  iiiiisl  he  inonilored  and  revised  lo  ensure  inaxiiniini  iihjeeliv  il\ . 

I.  reipiired  elianges  slumld  he  inipleiiienied  in  a  linieix  manner,  and 

!k  iiieiiiher-  ol  llie  SK.S  and  llicir  >iiper\isors  iniisl  he  given  aeeiirale  and  liiiielv  feedhaek  llial  will 
,i-»i>l  llieni  in  parlii  ipaling  effeeliveU  in  llie  Sf!  S.'s. 

Pile  I'liii'eieiiliniis  :niplenienlaliiin  id  these  reeoniinendalions  is  essenlial  if  the  SK  \.'s  i-  lo  perforin 
l•lleelively  the  liinetioiis  for  wliieli  il  was  ile'igned. 
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ti‘i’iMH\  I:  <;i  ihKi.iNKs  urn  nil.  i>i;\  kkoi'mi.n  i'  oi  \ 
si.Mdii  i.\i:t;i  rivi':  mm’RMSm.  sysi'km 


I’ublic  l.a\t  *>•>- I- 

I'illr  l\  ol  lln-  <  llvil  Scrsin-  Kcloriii  \(  l  ((ISK.V)  Sci  linii  l■()2  ••slahlishfs  "a  .Senior  Kxeculive  Servi<  e 
to  ei<-;ire  tlial  llie  e\ei  olive  nuina)'enienl  of  ihe  lioveriiiiieiil  of  ihe  I'niled  Slati'!-  is  responsive  to  tile 
neeils.  polieii's.  and  goals  of  llie  Nation  and  otherwise  is  of  the  highest  quality."  Seetion  Vll.'r  requires  eaeh 
ageni'v.  in  aeeordanee  with  standards  e'tahli.shed  hv  the  Offiee  of  Personnel  Management,  to  develop  one 
or  more  performanee  appraisal  systems  designinl  to  aeeoniplish  the  following: 

1.  Permit  the  aeeiirate  evaluation  of  performanee  in  any  position  on  the  basis  of 
erileria  whieh  are  related  to  the  position  and  which  specify  the  critical  elements  of 
the  position. 

2.  Provide  for  systematie  appraisals  of  performanee  of  senior  exeeutives. 

,'f.  Kneourage  exeellenee  in  performanee  hy  senior  executives. 

f.  Provide  a  basis  for  making  eligibility  determinations  for  retention  in  the  Senior 
Kxeeiilive  Service  and  for  Senior  F.xeciitive  .Service  performance  awards. 

The  (i.SR  \  also  requires  that  the  agency  |H'rformance  appraisal  ensures  the  following; 

1.  On  or  before  the  beginning  of  each  rating  period,  performance  requirements  fur 
('ach  senior  executive  in  the  agency  are  established  in  l  onsidlalion  with  the  senior 
executive  and  communicated  to  the  senior  executive. 

2.  IX  ritlen  appraisals  of  performance  are  based  on  the  individual  and  organi/.ational 
performance  requirements  established  for  the  rating  period  involved. 

.'f.  Kach  senior  executive  in  the  agem-y  is  provided  a  lopy  of  the  appraisal  and 
rating.. .and  is  given  ati  opportunity  to  respond  in  writing  and  have  the  rating 
reviewed  hy  an  employee  iti  a  higher  executive  level  in  the  agency  before  the 
rating  heromes  final. 

'I'he  t'.SRN  further  specifies  tin*  following: 

1.  Kach  performance  appraisal  system  shall  provide  for  annual  summary  ratings  of 
levels  <d  perfortnance  as  billows; 

a.  One  or  more  tolly  successful  levels. 

h.  A  niinimallv  satisfactorv  level. 

e.  An  unsatisfactory  level. 

2.  Fiach  perldrmance  appraisal  svsiem  shall  provide  that  — 
a.  any  appraisal  and  any  rating  iiiuler  such  system  — 

(1)  .Are  made  only  after  review  and  evaluation  by  a  performance  review 
hoard. 

(2)  Are  conducted  at  least  annually. 
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(S)  in  lln‘  rase  of  a  carciT  a|i|M)int«'>‘.  may  not  in-  made  williin  120  days 

after  llie  lie^innini'  of  a  new  Presidential  administration:  and 

(a)  \re  liase<l  on  |)erforinanee  dnrin}!  a  perfornianee  appraisal 
period. 

(I))  Any  career  appointee  reeeivin|'  a  rating  at  any  of  tlie  fnlly 
suc-ees.sfni  levels...  may  l»e  given  a  perfomiaiiee  award. 

(e)  Any  senior  eyeentive  receiving  an  nnsatisfaetorv  rating...  shall 
he  reassigned  or  transferred  williin  thi'  .Senior  liveriilive  .Service, 
or  removed  from  the  .Senior  Kxeentive  Service,  hot  anv  .senior 
executive  who  receives  two  nnsatisfaetorv  ratings  in  ativ  period 
<d'  3  eonseeulive  years  shall  he  removed  from  the  Senior 
Kxeentive  Service. 

(d)  .Any  senior  exeeiilive  who  twice  in  any  period  of  .1  eonseeulive 
years  receives  less  than  fully  successful  ratings  shall  he  rionoved 
from  the  .Senior  Executive  Service. 

d.  a.  haeh  agency  shall  estahlish...  one  or  more  performance  review  boards,  as 
appropriate.  It  is  the  function  of  the  boards  to  make  recommendations  to  the 
appropriate  appointing  authority  of  the  agency  relating  to  the  performance 
of  senior  executives  in  the  agency. 

1).  The  supervising  official  of  the  senior  executive  shall  provide  to  the 
performance  review  hoard,  an  initial  appraisal  of  the  senior  executive's 
performance.  Before  making  any  recommendation  with  respect  to  the  senior 
executive,  the  board  shall  review  any  response  by  the  senior  executive  to  the 
initial  appraisal  and  conduct  such  further  review  as  the  board  finds 
necessary. 

c.  Performance  appraisals...  with  respect  to  any  senior  executive  shall  he  made 
by  the  appointing  authority  only  after  considering  the  recommendations  by 
the  performaiK'c  revii-w  hoard  with  respect  to  such  senior  executive... 

d.  Members  of  perlorniaiicc  review  boards  shall  he  appointed  in  such  a  manner 
as  to  assure  consistency,  stability,  and  objectivity  in  performance  appraisal.  . 


Office  «»f  Personnel  Management  (0PM)  (luidance 

In  Special  Kulletin  dl.  PPM  Bulletin  *>20-')  the  Office  of  Personnel 
Manag<'ment  provided  further  guidance  on  SP.S  Performance  Review  Boards  as 
follows: 

Membership  Guidance 

1.  F.ach  p<'rformance  review  hoard  in  an  agency  should  have  thrci'  or  more  im-mbers 
appointed  by  the  head  (d'  the  agenev  or  bv  another  official  or  group.... 

2.  The  supervisory  official  who  made  the  initial  appraisal  of  an  executive  should  not 
be  a  member  of  the  PRB  <’onsidering  the  appraisal  of  that  executive.  However,  this 
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iii.iv  r.illt*))  lo  tirlorr  lii4‘  as  il  <'oiif4u«'1s  "siii'li  fiirdiiM' 

rt'vli'w  U'  il  liii<)~  lll■l■l•■■■•,lr^ 

Mriiilicr-  III  a  1‘IUl  l  aii  iiii  liiili'  all  l\|i<'s  ol  l'•■lll■ral  i'\<‘<'Utivrs  IroMi  vvilliiii  anil 
oul.'iilr  till'  ap-nrs.  Inild  iiltials  vilio  an-  lUil  l■'^•lll■ral  l•mploy••|•s  may  also  srrvi-  on 
I’lUl'  (•■.j’..  l^|lll■■-l•nlalivl‘s  ol  a  |noli’ssioiial  assiMialion),  (o’liiTalU.  I’HII 
mcnilMTs  'lioulil  III'  in  posilions  iMiuiv ali'iil  (o  SKS  positions.  Mi'inliors  can  include 
military  officers  ami  noiicarccr  officials.  I)iil  hIicii  a  career  appointee  is  lieiiif' 
appraised,  a  majurilN  of  I  lie  f*RH  most  lie  career  .‘sK.S  ajipoinlees. 

I.  I'Acepl  where  il  is  impossihle  liecaiise  of  the  level  of  the  position  williiii  itie 
agency,  the  exeeiilive  must  have  the  opporliiiiity  to  have  the  appraisal  rev  iewed  hy 
a  higher  level  eveciilive  within  the  agenev.  This  higher  level  eveculive  need  not  he 
a  career  SKS  appointee... 

Federal  members  of  the  I’HB  should  have  current  fully  successful  performance 
ratings...  and  not  he  a  direct  subordinate  of  the  exei  utive  whose  performance  is 
under  review. 

Ciuidance  on  PRB  Functions 

1.  Each  PRB  reviews  and  evaluates  the  initial  appraisal  and  rating  hy  the  senior 
executive’s  supervisor.  .  .  . 

2.  A  PRH  can  review  any  aspect  of  the  appraisal  process.  .  .  . 

d.  A  PRB  should  make  a  written  recommendation  concerning  an  executive’s 

appraisal  and  rating.  .  .  \o  appraisal  or  rating  is  final'  until  the  appointing 
aulhorilt  lakes  final  action. 

I.  A  PRB  is  also  responsible  for  making  recommendations  to  the  appointing 

authority  concerning  individual  awards  to  be  granted  to  fully  successful  career 
appointees.  .  .  . 
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;>|»|)rinsil>  rach  (la>,  I  hr-in  a|ifirui^al>  wi'rr  iliviiintl  into  Iniir  scU.  On  ila\  niif.  xrl  I  was  coinpoM-d  nf  six 
appraisaU  willi  llispanir  siiniaiin-'.  srI  1  was  miiiposrd  <d  six  ap|)raisals  willi  Anglo  nanirs.  siM  d  was 
roniposcd  of  livn  appraisals  willi  fcmalf  nainos.  and  sol  1  was  <-oniposf‘d  of  five  appraisals  willi  male 
iiaiiK-s.  ( In  dav  2.  ihi-  nann-s  worn  roversi-d  so  llial  sol  I  was  roniposcd  of  six  Anglos,  set  2  was  roinpo.srd  of 
six  flispanirs.  scl  d  was  composed  ol  lixc  males,  and  sel  f  was  l  omposcd  ol  five  females.  Faille  (il  provides 
a  lisling  ol  the  mean  scores  and  slandard  devialions  for  the  various  groups. 

Tuhte  C.l.  ('.uniparisoii  of  Means  and  Standard  Deviations 
of  Four  Sets  of  .Appraisal  Scores  by  Day,  Kthnic  (iroup,  and  Sex 


llav  I 


Uat  2 


N  \  Sit 


N  X  SI) 


Sel  1  Hispanic 

(I 

,'i.K7  .H«r. 

Anglo 

(>  .').72 

..'■)42 

Sel  2  .Anglo 

(I 

6.2H  .676 

Hispa  nil- 

6  .S.54 

.456 

Sel  d  Female 

5 

(1.27  .(i86 

Male 

.')  .'i.Kd 

.782 

Sel  t  Male 

r> 

().'r>  .761 

Female 

.')  (i.fd 

.«'»5 

The  results  of  the  two  days 

were  lomhined  to 

niinimi/.e  the  effeiis  of 

practice  and  other 

siindrv 

itilcrveiiiiig  variables. 

The  results 

are  suminari/.ed  in  Table  C2. 

Tal)l<‘  (22.  Comparison  of  Mean  Scores  of  Appraisals 

by  Ethnic  Group  and  Sex“ 

Mean 

SD 
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Anglo 

6.0(1 

.6.'>l 

12 

1.06* 

22 

Hispanic 

.").71 

.(i02 

12 

Male 

(i,d‘» 

.'136 

10 

0.1  I* 

18 

Female 

6.d5 

.7.^7 

10 

‘*^illi  <'oiii|iiirijMr  prrlorciiiiMrt’  arid  rafifti'*. 

*\o  ililfrrr'iM'**  al  |i  ^ 
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Ai’Ph:M)i\  I):  SI  (;(,i;sTKi)  ijrikfinc  for  prr  mfmhf.rs 


W»‘lconi»*: 


{insert  name  of  ItiHird  meniln'r)  WclcoiiK"  li>  (insert  lorntion) 


Purpose: 

Tile  purpose  of  this  Perforiiianee  Review  Board  is  to  assure  the  eonsisteney.  stahilily.  and  ohjeelivily 
of  the  Senior  Kxeeutive  Appraisal  System  by  providing;  reroinim-ndations  to  the  \ppointing  Authority. 
(insert  nnine  of  Ap/Htintin^  Autliority)-  i'his  hoard  shall  reeoiiiineiid  a  final  rating  and  a  home-  anioiinl  for 
eaeh  senior  executive  considered. 

Authority: 

This  hoard  is  convened  pursuant  to  the  requirements  of  Title  Four.  .Section  Mt't  of  the  Civil  .Service 
Reform  \i-t  and  Air  Force  Regulation  t()-2  (Kxeeutive  Assignment)  subchapter  (i. 

Task: 

Your  juh  is  to  evaluate  (insert  number  here)  senior  executives  to  determine  which  should  get  a  lionus. 
A  our  hiidget  is  (insert  amount  here).  However  you  are  not  required  to  distribute  the  entire  amount.  Tin' 
maximum  niimher  of  executives  eligible  for  a  bonus  is  (insert  number  here).  Once  again,  it  is  important  to 
stress  that  it  is  not  necessary  to  distribute  bonuses  to  all  eligibles.  It  is  more  important  that  you  use  voiir 
experience  and  juugment  to  distribute  the  money  wiselv. 

Board  Schedule: 

The  .schedule  for  this  Performance  Review  Board  will  be  as  follows.  You  will  receive  a  detailed 
hrieling  which  specifies  the  procedures  to  be  used  by  this  board.  .At  the  ronclusion  of  the  briefing,  you 
will  participate  in  a  trial  run.  The  purpose  of  the  trial  run  is  to  provide  you  a  preview  of  the  appraisals  you 
will  he  evaluating  and  the  procedures  you  will  he  using.  The  trial  run  will  be  discussed  in  more  detail 
later.  After  the  trial  run.  you  will  be  scoring  actual  Senior  Executive  .Appraisals  for  the  record.  This 
pr<K-edure  will  continue  until  all  appraisals  are  scored  and  all  differences  resolved.  The  Board  Si-cretary 
will  then  compute  the  final  order  of  merit  and  bonus  amounts  based  on  your  scores.  You  will  then  specify 
your  ri'coinmended  rating.  Once  the  li>t  is  finalized,  it  will  be  .si-nl  to  the  Appointing  Aulhoritv  as  the 
recommendation  of  this  PRB. 

Board  Organization: 

The  majority  of  the  members  on  each  PRB  are  career  SK.S  personnel.  However,  the  svstem  wa> 
designed  to  incorporate  participation  by  non-career,  military,  minorilv.  and  female  personnel.  All 
Performance  Review  Boards,  except  the  one  at  .Air  Force  .'systems  Oommand.  will  have  five  members  —  a 
president  and  four  panel  members.  The  AFSC  hoard  will  have  nine  members  —  a  president  and  two 
panels,  with  each  panel  having  four  members. 

Eligibility  Criteria: 

In  order  for  Senior  Executives  to  he  eligible  for  a  bonus,  they  must  he  career  memhers  of  the  SK.S, 
The  executives  mtist  have  received  an  initial  rating  from  their  sujM'rvisor  of  Fulix  Sm  ces-ful.  Kxcelli'iit. 
or  Outstanding:  and  they  iuu«t  have  been  in  the  svslein  for  at  least  12(1  days. 
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Vlilir^iisiil : 


I  III-  |»ri  iiii  iii.Mii  I-  ;i|i|ii  ,11  -  jl-  vitii  will  lit-  ri-v  ii'^t  iiif:  lia\i-  lull  nia)i)i  roiM|itint'i)U:  (a)  tin* 

I'l-i'liit  Miam  i-  I'l.iii.  anil  (li)  iln-  |ii>l il n  al itiii  anil  raiin^.  In  intli-r  tn  |n'iiv  nlr  >nnir  rnnlinnil\  anil 
'taiiilarili/.iliiin,  lln*  |irrlin-inani  i-  jilaii  i^  ili\nli-il  iiiln  llin-i-  |ii-i  Inriiiain  i*  .iirai — I' nnrtnni/IVo^rani  in 
ulin  li  (In-  i-M-rntiM-'  'liiinlil  li-l  i-i-iinirriin-nt'  n-lalivt-  In  lln-  |irii^rani>  ni  nlln-r  i-nilra\nr-  fnr  uliirli  llir\ 
•in-  i'i''|iini~ilili'.  Mana^i-nii-nl  in  ulinli  llii-\  li-l  'n|i<T\  i'nr\  nr  tilln-r  inana^i-iin-nl  ri-'|inn>ilnlilii'>.  anil 
1 1  III  I  \  ulna  I  III  u  hn  li  lln-  i-\i-rnl  i  \  i-  ^linnlil  I  i^t  lln-  i'i-(|ni|-i-ini-nl-  nnit|iit*  In  In  in  nr  In-r,  nr  -'i-l  I  -  nil  |irn\  1*1111-111 
i-nili-av ni->.  -Xl  lra>l  inn-  |it‘rliiMn,ini'i-  ir<|niri-nii-nl  ^liniild  In-  .iin-i-itii-il  Inr  i-arli  |n‘rlni-nianrt‘  ari*a. 
Pi-rinrinanri*  Kri|iiirrnii-nt>-  -limilil  In-  iili|i-i  lui-  >|M‘i-iliralinfi>  nl  ri*-nll.''  In  In-  arlin-M-il  Its  lln-  i-\i‘riili\  1- 
iliiriii}'  lln-  raliiin  |n-riiHl.  l-.arli  in-rlnrinain-t-  jilan  itin-l  rniilain  al  li-a>l  inn-  1  rilii  al  ri-r)niri-ini-nl.  \  rrilii  al 
ri-i|iiiri-nii-nl  i-  lii-lincil  a^  an\  ri-i|niirinrnl  nl  lln-  jnli  uliiili  >ntli<-n-ntl\  iin|inrlant  llial  ina(li‘i|nali- 
|M-rtnrinanri‘  nl  il  niilui-i^li**  arri-|ilalili-  fn-rlnriiiaiii-t-  in  nlln-r  a>jn*rl.*'  nl  lln*  jnli.  l  ln*  |ii‘rlnrinain-i‘ 
|-(■l|llirl*nn*nls  art*  alMi  ui*ijjlili*il  In  iiulirali-  lln*ir  ri-lalisi-  |irinril\  tir  inijiorlain-c.  l  ln-  -11111  nl  lln-  ucifjlils 
niii.-l  ri|nal  HM).  Iln*  i-\alnalinn  prns  nli-il  l>\  lln-  siipt-rsi-nr  uili  i-nniti-l  nl  a  raliiifi  nl  I  n-alislarlnr\ . 
MiiiinialU  \ri-t-f>lal)it‘.  |-nll\  Snri-i*->l  nl .  I'.\ri-lli-nl.  ni  Onl'lainliiift  Inr  i-ai-li  |n-rlni'inaiiri‘ ri‘(|niri-nn-nl  ami 
an  n  \ rrall  ralin^.  I  In-  rail n^  |irn\  iilril  lis  lln*  -n|n-r  \  i-nr  i-  an  initial  ralinj^;  \ nil  ssill  In*  ri-rnni iin-iuliiif'  lln* 
liiial  rating  In  tin*  a|)|ininlinn  anllinrils.  \  uMtli*ii  |ii.-lili(-alinn  li\  lln*  hii|n-rvi-nr  Inr  lln-  ratings  nl  rarli 
pt-rinrniain  1*  ri-r)iiirt‘iin'nl  -ilnnilil  al-n  In-  inrliiili*i|.  \X  hfii  r<*vn*uiiif;  lln*  a|)|)|-ai^al.  vnii  -Innilil  rnn«i(l<*r  tin* 
rriliraliis  anil  priorils  w-t-if;lil  nl  lln-  pi-rliiriiiain-i*  n-qiiiri'iin'iii-  aloiij:  uilli  lln-ir  ralinf's;. 

Ksaliialitiii  Pro<*»*ss: 

In  nrilrr  in  1*1  li'i-liM-U  ami  nliji*rli\ i-l\  i-salnair  lln-  i-\<'<-nli\i*s.  I'ai  ll  nl  Mm  uill  iiniis  iilnalK  i-rnri' 
i-.n  li  appraisal.  I'ln-sr  iinlis  idiial  si-tiri'.-  -Iioiild  In-  di-li-riiiiin-d  uilinml  am  disi-iissinn  In-tui-i-n  or  aiiiun;' 
lln-  \arinii,-  Iniard  iin*iiibi-r>.  lln-  Iniard  prnsid<*iil  slinidd  al.-n  -<-nri*  i-arli  apprai-al  in  nrdi-r  lo  In- 
ai-qiiaiiilrd  uilli  lln-  prrlnriiiaiiri-  nl  all  lln*  I'xiTiitiM-s.  %  In'ii  si-oriiig  lln-  apprai-al.  mui  slnmld  hast-  \niir 
ilrri-inii-  nil  lln-  pi-rlnriiiain  i-  ol  lln-  i-xt-i  nlivi-  ra(ln-r  llian  liis  nr  In-r  pnsilinii.  X  nn  -Inmld  rniisidt-r  lln- 
prrlnrniain-i-  ri-ipiiri-nn-iil-  -pi-i-ilii-d  in  lln-  plan,  a-  ut-ll  as  lln-  i-M-riuiM-'-  ai-Uii-vt-nu-iWs  idt-nli(ii*d  in  lln- 
jii'lil ii'.ilinn  M-i-linri  nl  lln-  Inriii.  In  -niin-  inslain-i-s.  lln*  planin-d  pf*rrorinanri-  n-ipiin-nn-nls  mas  In-  so 
dillii  nil  llial  iin-n-ls  iin-t-ling  lln-in  uniild  In-  a  ^n-ati-r  ai-i-nniplislinn-nl  llian  tlnisi*  rairil  a-  nnlslandiii)’  lor 
nlln-r  i-M-i-n I isi-s.  .Sinn-  i-rili-ria  miii  'Inmld  i  onsidi-r  u  In-n  srnrlii;'  lln-  appraisals  an-  (a I  lln-  Ii-m-I  ol  rflorl 
rcqiiin-d  li\  tin-  i-M-i-ntivi-  In  nn-i-l  lln-  pi-rloniiam-i-  ri-qiiin-nn-nt  and  a<  roinpli-li  lln-  n-'iills  indii  ali-d.  (h) 
lln-  aniniiiil  ol  pt-rsonal  alli-iilioii  n-ipiin-d  lo  inanagt-  and  nionilnr  lln-  roimlls.  and  (rl  lln-  poli-nlial  lor  i'aill 
nr  Ill's  of  or^ani/alinnal  nr  pi-rsniial  pn-slifii-  inlii-ri-nl  in  lln-  pt-rlornianri-  n-qiiiri-iin-nls.  A  form 
( \llarliiin-nl  I)  is  -iipplit-il  lor  sour  iisi-  lo  i-valiiali-  lln-  i-\ri-iilivi*  ajjaiiist  iln-»i-  rrili-ria.  lln-  form  is 
inli-ndrd  a-  an  aid.  Iml  von  in-*-d  mil  iisi-  il  if  von  do  not  uisli  In.  ()m-t-  again,  il  is  iiiiporlanl  lo  stress  that 
s  imr  nialiirilv .  jiidgiiieiit.  and  expi-rii-in  e  an-  lln-  niosi  impnrianl  fai-lors  in  deli-rmining  lln*  overall  sc  ore. 

!si-nriiig  Seale: 

\s  mentinni-d  i-arlii*r.  Mini  task  i-  In  n-c-nmmemi  si-nior  i-\i-rnlives  lor  liomisi-s  li\  aligning  lin*m  in  a 
n-lalive  nrdei  ol  nn-ril  X  no  uill  do  llii-  lis  using  lln-  si-nring  'c  ale  on  this  slide  (  \llai-linii-nl  2).  ralln-r  llian 
li\  Using  a  more  1  nmplirated  ranking  proi  i-diiri-.  As  voii  can  si-i-.  lln-  seale  ranges  from  I  lo  10  uilli  ulnili- 
iinmln-r  iin  ri-nienis.  X  cm  -Inmld  iisi-  a  value-  ol  five-  as  vonr  assessnn-nl  nl  lln-  average  evi-eiilive  s 
arliievi-iin-nl.  I  lin'i-  rli-arlv  alniM-  aM-rage  slnmld  ri-i-t-ivi-  a  si-ori-  in  iJli-  higher  range  and  ihosi-  hi-lou 
average  -Inmld  n-reive  a  'i-on-  in  lln-  loui-r  rangi-.  While*  this  anil  similar  siiiring  -lali-s  have-  provi-n 
tin-msi-lvi--  ovi-r  the-  vi-ar-.  tin-  major  pitfall  von  in-i-d  to  avoid  is  i-i*ntral  ti-ndi-ni-v:  that  is.  using  onlv  tun 
or  thre*e  i'los«*l\  related  se-nre*s  lor  iiio-l  ol  the*  appraisals.  In  e*ss<*ne-e*.  a  hnarel  me*mhe-i-  who  doe*s  this 
In-i-iniies  a  i-nii'lant  in  the-  si-oriiig  proi-i--s  ami  is  ih-fi-rring  his  or  ln*r  dee-isiim  making  ailthnrilv  to  ihe- 
ntln-r  hoard  mi-mhi-r-. 
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SiiK'f  i-arli  a|i|irai>al  t'  -•  ui'i  il  li\  llir  i  tiliri'  Ixiaril.  tlii-ii'  an-  ii.-uall\  riiiiioi  (III li'rcnr)''  in  s<  i>r<'> 
Im-Inm'i-ii  iiK-iiilitTs.  Thc‘>r  iiiiiiiir  ilirii‘rfiii(‘»  an-  i-xim-iIimI  ainl  a|>|)ri>|irialr.  IIowi’Vit.  wlifiicvi-r  llif 
ilil Icrciii  <■  lirlwci'ii  llic  ^nirr-  ol  aii\  l«<i  lioard  iiu-inhiT-  i>  jircali-r  lliail  llircc  poiiil'-.  a  lia>  o(  i  iirrcd 
and  lilt'  appraisal  iiiiisl  hr  rrM  tirnl.  alter  re Irvaiil  disiaissnin.  h\  the  riilirr  hoard.  Oner  all  the  sroriii);  and 
iiMorinf;  have  hern  roinpirird.  llir  hoard  M'rrriarx  (iiisrri  iiiiinr  lu'ic)  vtill  ronipiilr  ihr  avrraur  M  ore  of 
each  rxrrulivr.  I’llis  avrra(;r  hoarti  score  vtill  he  used  lo  rank  ihe  exeeiilive'  and  deleriliine  the  order  td 
merit.  Oiiee  the  order  of  merit  is  ascertained,  the  hoarti  will  use  it  lo  deter  mine  w  Inch  eveeulit  es  will  pel  a 
htiniis.  If  there  is  no  siiilahle.  ohvious  eiiltdf  point,  the  htiarti  ma\  award  up  lo  iiiist-rt  nuiiiher  liere) 
eseenlives  a  honiis.  If  two  or  more  individuals  are  tied  at  the  point  delerniineil  hv  the  hoard  lt>  he  the 
apprtipriale  cutoff  point,  then  the  lie  niiisl  he  hroken.  In  this  i  ireuiiislanee.  the  panel  meinhers.  umler  the 
direction  of  the  hoard  president,  will  discuss  the  appraisals  of  the  exee.ulives  invtilveil  and  rank  them  lo 
tlelermine  the  final  order  <d  merit.  Once  these  tasks  are  eoinpleled.  this  PHIf  will  have  etinipleleil  the 
evaluation  process. 

President's  Duties: 

Alllmiiph  (//i.vf//  miinr  lierr}  as  the  hoard  president  is  m>l  jjenerall)  eoii'idered  a  seorinp  meinher  ol 
the  hoarti.  we  siroiipiv  suppesi  that  (insrrl  "hr"  nr  '\lir")  perstinallv  Score  all  the  appraisals  lo  ensure  a 
lamiliarilv  with  each  intliviilual  heinp  considered.  However,  ineerlain  t  in  iinislani  i-s.  the  hoarti  president 
Is  reipiireil  tosiihslilute  fora  hoard  memherand  aeliiallv  store  the  appraisal  lor  the  reeonl.  The  president 
inusi  score  if  the  appraisal  of  a  hoard  meinher  is  heinp  eoiisitleretl  or  if  the  supeiA  isin  or  a  suhordinale  ol  a 
hoarti  memher  is  heinp  eonsideretl.  I'liis  is  lo  ensure  that  I’RH  meinhers  are  not  reipiired  lo  score  their 
own  appraisals  nor  those  of  their  supervisors  and  einplovees.  The  hoard  president  is  also  responsihle  for 
illreeliiip  the  discussion  of  the  hoard  w  hen  resolvinp  sjilils  or  hreakinp  anv  lies  that  may  exist  at  the  cutoff 
point.  If  a  situation  arises  where  the  I’RH  is  unahle  lo  resolve  a  dispute,  even  after  lenplhv  iliseii-sion  and 
numerous  rescoriug  alleuipis.  then  it  is  the  responsihililv  of  the  hoard  presiileiil  lo  rest  ore  the  dispiUed 
appraisal  iisiiip  iinsPit  "his"  nr  "hrr")  personal  kuowletlpe.  experienee.  and  jndpmenl.  .Any  decision 
maile  h\  the  hoard  president,  in  this  eiretimslance.  will  he  final. 

(ieiieral: 

If  the  special  case  arise.-  w  here  one  hoard  memher  ami  the  hoard  president  are  inelipihle  lo  score  an 
apfirai-al.  then  the  averape  score  of  the  remainiup  three  htiaril  meinhers  will  he  n-eil  lo  determine  the 
exeeiilive's  merit  score.  M.so.  it  is  the  preropative  of  this  hoard  to  use  anv  aildilional  information  deemed 
iieressary  lo  effeelivelv  evaluate  a  senior  exeeiilive’s  appraisal.  Von  niav  want  lo  have  informal 
iliseussions  with  (i/iser/  mi/iie  /le/e).  the  appoiiilinp  aiilhorilv.  to  ensure  eoinnmn  tdijeelives.  (Inee  the 
order  ol  merit  is  linali/.ed.  the  hoarti  seerelarv  will  eoiupiile  the  appropriate  htinn-e-  haseil  tin  a  Itinnnla 
appnived  hv  the  Kxeeulive  Resoiirees  Roartl.  \lter  von  have  hail  a  ehanee  Iti  rev  iew  the  htinn-  amtnini-. 
vtiiir  task  will  he  Iti  reeoinmemi  a  final  ralinp  of  Outslandiiip.  K.xeelleul.  or  I'lilly  Sneees-fnl.  \n  exeenlive 
reeeiviiip  a  filial  ralinp  of  Oiilstamlinp  will  he  aiilhori/.etl  a  hoiiii-  of  up  lo  of  his  or  her  aeiilal  base 
pay:  whereas  an  exeenlive  who  receives  a  final  ralinp  of  Kxeelleni  may  receive  a  himu-  up  lo  l.’)"'i  of  his  or 
her  ha-e  pay.  and  the  exeenlive  rated  Kidiv  Successful  mav  receive  up  lo  10""  of  his  or  her  hast-  pay. 
Remeinher.  even  ihoiiph  this  hoard  is  aiilhori/.eil  to  awani  up  lo  {iiispri  iiuiiihrr  Iipip)  honuses.  there  is  no 
reipiiremenl  that  all  elipihles  he  awarded  a  honus.  It  is  much  more  important  that  von  use  your  hudpel 
wiselv  and  reward  those  executives  who  are  Irulv  deservinp  tif  a  reward.  The  Seerelarv  of  the  .Air  Force 
has  taken  a  personal  interest  in  the  I’RM  process  ami  has  written  the  followinp  letter,  from  which  I  quote: 
(Read  letter). 
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'rriiil  Him: 


W  I-  li.ivi'  iiii'iiliiiiii'il  llir  li  ijl  I  nil  |iri‘v  iiiii-l\ .  anil  at  llii>  linn-  I  vmiiiIiI  liki‘  In  fiivi'  yon  iiiorr 
iiilornialioii  on  lio»  llial  i'\riri>r  ai  InalK  ojiinali-.  Alirr  llii-  lirii-liiiff^.  ui-  will  ailjonm  lo  llii'  «rorinf> 
lalilo'  ai  wliirli  liiio'  ion  will  In-  “Im'ii  IIm-  trial  run  a|i(oai'al'.  I  Iitm’  a|i|iraisaU  liaio  lll•l■n  rari'fnIH 
•rli  rli  il  III  rl■|lrl■^^Ml  llio  loll  >|ii'('lrnMi  ol  i|iialil\  Iroiii  lln-  li-a'I  lo  llw  hi-.-l  i|iialil ii'il  r\r<  nlln-.  Vir  will  a^k 
yon  lo  >1  orr  llir'r  a|i|irai~aU  willioni  ili'rii>i-ion.  a'  von  wonlil  ilnriii;’  llii’  noriiiul  lioanl  |irorc<».  Howcvi'r. 
lor  llii'sc  live  a|i|irai>als.  wi-  ilo  'iij^^osl  that  von  lak<-  iioli‘>  ii'-inf;  llir  lorin  |irovi(li‘il.  Alirr  a  lirrak  wr  will 
tiavr  vonr  >rorr>  |io>lril.  Vl  llial  liinr.  wr  will  a-k  von  to  -.liarr  vonr  ralionair  lor  '•roriii)'  the  fivr 
a|iprui>als.  Tlir  |inr|ioM'  ol  thi>  rvrrri^r  i-.  lo  lirlp  rarli  of  von  rstahlli>li  vonr  own  iinliviilnal  M'orinf' 
slainlaril.  a>  wi  ll  a-  a  hoard  <rorin(;  -landard.  I’lir  major  |nir|>OM'  ol  this  rvrrrisr  is  lo  riisiirr  ronsistrnry. 

I’rrlorinani  r  Hrvirw  Hoards  arr  a|i|>oiiilrd  lo  srlrrl  ihr  inosi  drsrrving  individuals  rr^'arillrss  ol 
rominand  ol  assignmriit  or  |iosilion.  Vi  lirn  making  rrrommrndalion.s.  krr|i  in  mind  llial  von.  as  a  board 
nirmhrr.  am  rr|(rr>rnling  llir  Air  Forir  al  large.  A’ou  wrrr  .srlrrled  hrransr  von  arr  senior,  inainrr. 
rxprrirnrrd  individuals.  Karli  of  yon  lakes  an  oalli  lo  serve  wilhont  prejndiee  or  partialily  .  having  in  view 
holh  the  special  I  ilness  ol  the  eveenlive  eoneerned  and  ihe  ellii  ienev  (d  ihe  I  oiled  .'stales  Air  Force.  Vi  hen 
yon  enter  this  hoard  room,  yon  are  evpeeled  lo  lake  aelions  which  are  in  ihe  inleri-sl  cd’  the  Air  Force  as  a 
whole  and  not  any  one  parlienlar  eoininand.  Vi'hile  here,  yon  are  working  lor  the  .Seerelarv  of  the  Air 
Fori-e  with  (in.ve/7  numv  itj  Itanid  l'rt‘si(1eiil  line)  lo  guide  vonr  aelion. 

Ihe  naiiii's  (d  ihe  individuals  eomprisiiig  the  memhership  of  ihe  hoard  will  he  pnhlii'ly  released 
when  the  seleelion  list  is  annonnee<l.  However,  ihe  wav  hoard  inenihers  voted  on  anv  parlienlar  ease  and 
the  ground  rides  vvliieh  the  hoard  esiahlished  in  making  its  .seleelions  are  priviledged  inlorinalion  and 
inav  nol  he  disclosed.  I.isis  of  names  of  individuals  seleeled  or  not  seleeled  and  slalislies  of  ihe  hoard's 
resnils  hy  any  parlienlar  group  will  nol  he  mainlained  hy  yon  and  yonr  knowledge  of  them  will  nol  he 
disclosed  lo  anyone.  There  is  no  prohihilion  on  disclosing  wilhin  the  Air  Force  eommnnily  such 
inforinalioii  as  the  overall  nnnihers  considered  and  seleiled.  ihe  inanni'r  in  which  the  hoard  was 
organi/.ed.  llie  general  procedures  i(  (oUowevf.  or  ihe  nwnvher  and  grade  of  ils  inendiership.  However,  il  is 
vonr  respoiisihility  to  ensure  llial  ohjeelive  decisions  are  made  and  ihe  aetnal  workings  of  the  hoard 
remain  eonfidi-nlial. 
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trri:Mn\  oi’m  <;i  idki.ink  on  sks  uom  sks 


In  a  memoraiidiiin.  dalnd  21  Jtdy  l*W().  to  the  Hoads  of  Hoparlmonls  and  Af'oncii's.  I 
(^inptM‘11,  (ho  Oirootor  of  (ho  Offioo  of  Porsonnol  Managornont.  statod; 

Tho  Offico  of  Porsuiincl  Managoinetil.  with 
tho  advit'o  of  olhor  agencies,  has  prepared  (ho 
following  guidance  in  respoci  (o  awarding 
Senior  Execu(ivo  Service  porfornianco  awards 
(bonuses).  In  part,  (his  guidance  refleots  tho 
appropriatnin  act  limitation  restricting  tho 
proportion  of  SES  members  who  mav  receive 
bonuses  to  no  more  than  25  percent  of  tho 
nutnher  of  SES  positions  in  (ho  ageniy.  In 
addition,  we  are  responding  to  strong 
(Congressional  concern  that  the  25  porc<-nt  ho 
viewed  as  a  ceiling.  We  are  threforo 
enunciating  guidance  on  (he  niiinhor  and 
distribution  of  awards  which  we  strongly 
recommend  agencies  to  follow,  (i AO  in 
coopi-ralion  with  OPM  has  been  dirootod  hy  tho 
Congress  to  do  a  (horougli  study  of  honn> 
pay  ments.  Any  agency  which  chooses  to  award 
honusos  in  excess  of  tho  number  or 
distribution  recommended  below  must  consult 
in  advance  with  the  Director  of  OPM. 

1.  Number  of  Awards 

Agencit^  are  limited  in  payment  of  bonuses  to  a  maximum  of  25 
percent  of  SECS  positions.  The  Congress  has  made  it  clear  that  the  25 
percent  figure  is  to  be  a  limit,  not  the  norm.  Agencies  should  generally 
limit  Itonuses  to  2(1  percent  of  the  eligible  career  employees.  If  the 
agency  head  feels  a  higher  proportion  is  essential,  he  or  she  must 
consult  with  the  Director  of  OPM. 

2.  Distribution  of  Awards 

In  deciding  the  amount  of  bonus  to  he  paid,  agencies  with  HKI  or  mure 
career  Senior  ECxeciilives  should  not  exceed  the  limitations  shown 
lielow.  These  limits  cannot  he  rigidiv  applied  in  small  agencies,  hut 
should  Ih’  considered  as  general  guidelines. 

(a)  Bonu.ses  of  2(1%  should  he  limited  to  no  more  than  5"ii  of 
those  receiving  iMinnses. 

(b)  Bonuses  of  I7-20'^I  should,  in  total,  be  limited  to  no  imire 
than  1(1%  of  those  nToiving  bonuses. 

(c)  Bonuses  of  12-2(1%  -hould.  in  total,  be  limited  to  no 
morethan  2.5%  of  those  receiving  bonuses. 
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Is 


tr.  Alan  K. 


.'V  (><-iieral  Prorrdurai  Krruiiiiiifiidaliftiih 


(a)  ()n<‘  ar*'U  alxiiil  tvliirli  a  iiuiiiImt  oI  l<■^^slallir^  urn- 

riiiircriicd  \\a'  thi-  iicrcrplioii  llial  iiirinlirrs  <il 
l‘i‘rliiniiaiii  r  |{i'vm-u  lt(>ard>  himiIiI  Im'  lakiiif!  <'ari'  i>l 
lliriMx-Uo  ami  (licir  lri<‘iid>  in  llii-  awai'diiij;  <d  Ixmiiim-^. 

\X  i‘  ili>  mil  Ix'lit'vr  that  llii."  <'niX‘i*rii  lia^  !-iil»-lam'«'.  I>iil  In 
liirllii'r  add  In  llin  nli|i‘rli\ its  nl  llx-  ri-vi<-M  |)rnl'l■s^.  an 
a^nm'>  iiiaN  »i>li  In  itx  liidn  nil  its  |iaiii-l  niii-  nr  iiinrr 

im-iiiix-r>  rriiiii  aiinllx-r  I'ndrral  aj'i‘iX'\.  0|*\l  will  iiiaiiilain 
a  li>l  nl  ••\|xTi<‘Mri‘d  rarnnr  Sniiinr  I'Ari  iillvo  who  roiild 
snrvc  nil  l‘Hir>  across  a^cix-s  linos  if  llx-  a(;i‘n(\  so 
rc()ncsls.  'I'liis  same  |iroeediire  iiiiglit  well  he  useful  in  the 
iiiliire  in  |>assin^  on  |iro|iosed  iioiiiinalions  for  Merilorioiis 
and  |)islin(;iiished  l‘residenlial  Rank  vvilliin  an  a|2ene\. 

(h)  Kach  ageiiey  should  (iiihlish  a  iiolii-e  in  the  Federal 
Register  of  the  ageiiev's  schedule  for  awarding  honiisi's  al 
least  I  f  days  prior  In  the  dale  on  which  llie  awards  will  he 
paid. 

(c)  (iareer  .Smiinr  Kveciilives  are  eligible  for  holh  hoiins  and 
rank  awards.  In  gnncial.  agt'iuies  shoiihl  avoid  giving 
mulliftlv  awards  to  a  single  Sh'.S  meinlwr  in  a  year. 

The  SKS  system  provides  agency  manageinenl  with  an  unprecedented  level  of  discretion.  It  is  vital 
that  this  discretion  be  used  responsibly  to  establish  a  sound  foundation  for  the  future. 
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